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Problem
Various studies have been conducted internationally on teacher satisfaction in
private and public schools. Similar studies have also been done in Seventh-day Adventist
church schools around the world. The importance of teacher satisfaction is crucial for the
stability of education institutions in shaping students for success in their communities.
The purpose of this study was to analyze perceptions of the level of satisfaction on factors
deemed important to teachers in Seventh-day Adventist church schools in Zimbabwe.
This research study also considered the pattern of teacher turnover in the schools.

Methodology
A stratified random sample of 442 teachers from 32 schools was selected from
1,318 teachers in the 96 schools. A survey, Adventist Teacher Satisfaction
Questionnaire, adapted from previous instruments was utilized to solicit teachers’ level of
satisfaction with organizational and personal factors that they deemed important.
Descriptive statistics and analysis of variance were used to analyze data from teachers’
responses.
The Adventist Teacher Turnover Questionnaire was used to collect data on
teacher turnover from school heads. Descriptive statistics was used to analyze the pattern
of turnover during the 5-year period 1997-2001.

Research Findings
Teachers in the Seventh-day Adventist church schools in Zimbabwe were
dissatisfied with most (34 of 52) of the organizational factors that they considered
important. However, they were satisfied with most (22 of 24) of the personal factors that
they considered important.
In terms of demographics, there were no differences in the level of satisfaction
with organizational factors between most of the demographic groups of teachers.
However, teachers in rural schools were significantly more dissatisfied with
organizational factors than those in urban schools. There were no differences in the
level of satisfaction with personal factors between most of the demographic groups of
teachers. But, teachers in urban schools were significantly more satisfied with personal
factors than those in rural schools.

Regarding teacher turnover, the average rate was low and steady during the years
1997-2001. However, there was an increase in teacher turnover in 2001.

Conclusion
This study will help the church schools’ administration in Zimbabwe to focus on
organizational factors where there was general dissatisfaction among teachers.
Dissatisfaction was expressed more by rural than by urban school teachers. Initial
attention therefore would best be directed at improving conditions in rural schools. The
low average teacher turnover in the years considered would be no reason to be
complacent, particularly noting that there was an increase in 2001 in view of the general
dissatisfaction among teachers.
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CHAPTER I

INTRODUCTION

The Seventh-day Adventist Church in Zimbabwe began in 1894 (Munetsi, 1979,
p. 7) at Solusi, west of Bulawayo in Matebeleland, and expanded its missionary work into
the Midlands and Mashonaland in the Northeast. At the time of the study, the church was
organized into local conferences: West Zimbabwe Conference, Central Zimbabwe
Conference, and East Zimbabwe Conference. These conferences make up the Zimbabwe
Union Conference, headquartered in Bulawayo. The Union Conference is responsible for
all the church’s activities throughout Zimbabwe.
Along with its gospel and missionary activities, the church operated several
primary and secondary schools. At the time of the study, the Zimbabwe Union
Conference directly administered six major secondary schools and one primary school.
The local conferences operated 70 primary and 19 secondary schools, making a total of
96 schools operated by the Seventh-day Adventist Church in Zimbabwe. There was also
one university, Solusi University, which was administered by the Eastern Africa Division,
a higher level of the church’s administration than the Union, whose office was in the
nation’s capital, Harare. All these schools have served the church in extending its
mission and philosophy for educational programs. Located with other schools managed

1

by the Government, District Councils, and other church organizations, the schools have
also served as springboards for the church’s objectives in evangelism.
The Seventh-day Adventist church organization is authorized to finalize
employment of teachers in consultation with the Ministry of Education officers in the area
and province of each school’s location. The Ministry provides the salary and certain
benefits for the teachers as designated grants to the church organization, which in turn
pays the grants to the teachers. In addition, the schools hire support academic and nonacademic staff under the Seventh-day Adventist church salary and benefit arrangements.
Each school has a local administration that is usually composed of the Principal or
Headmaster, Deputy Headmaster, and Business Manager, in the case of secondary
schools. Primary schools are locally run by a Headmaster and Deputy Headmaster. The
school administration is responsible to the local Conference or Union administration,
which is made up of the President, Secretary, Treasurer, and Education Director, as far as
educational matters are concerned. Each of the secondary schools has a Board of
Directors, which is usually made up of the four Conference and/or Union leaders, school
administrators, teacher representatives, and parent representatives. A government official
from the Ministry of Education in the area is also usually included as a member of the
board. The Conference/Union President chairs the board, with the Principal or
Headmaster serving as secretary. Primary schools have school committees, which are in
charge of development matters and related local area issues.

2

Background to the Problem
During the years that I worked in the schools and held other responsibilities
associated with the Church in Zimbabwe, I observed that many teachers and staff
employed in the church schools worked for a period of time and then left for employment
with other schools and organizations. Headmasters and other administrators were
affected and concerned about the continuous need for finding and keeping teachers
employed for a significant period of time.
At the time of the survey, there were approximately 1,318 teachers in all primary
and secondary church schools (W. Ncube, personal communication, January 24, 2002).
The turnover of teachers in the Union secondary schools ranged from 8.8% to 45.5%
during 1996 to 1999 (Ncube, 1999).
Until Solusi University resumed offering teacher education degrees in 1985, there
had not been a stable program to meet the need for teachers in Seventh-day Adventist
schools in Zimbabwe. The church depended on hiring teachers graduating mainly from
government teacher training colleges in Zimbabwe. Some of the teachers hired did not
have or did not share the church’s philosophical values and beliefs in education. Such
teachers may have found the work environment unfamiliar and therefore not conducive
for them to continue their service in the church schools.
Job dissatisfaction and related turnover are not peculiar to the teaching profession.
Brief (1998) states that turnover is ―an antecedent or consequence of job satisfaction‖ (p.
178). Lester (1988) listed a number of studies on teacher satisfaction. There were 51
studies on beginning teachers, 80 on elementary school teachers, 60 on secondary school
teachers, 121 on subject area teachers, and 241 on college teachers. Further categories of
3

teacher satisfaction studies were cited. These include 119 on teacher administrator
relationship, 221 on teacher stress and burnout, and 169 on simply teaching. These
studies are an indication of the importance of teacher satisfaction.

Problem Statement
There have been a number of studies on teacher satisfaction on an international
level. Rasmussen (1980) did a study on predictors of teacher turnover in Texas, United
States of America. Myung-Hee (1987) studied teacher dropout and teacher burnout in
Korea. Brown (1991) analyzed teacher satisfaction in the Arizona School Districts in the
United States. Du Toit (1993) looked into the changing attitudes of teachers as a
management task of the principal in South Africa. Bradley (1998) conducted research on
teacher satisfaction factors among American curriculum teachers in Saudi Arabia.
Zhongshan (2007) studied the level of satisfaction among Shanghai elementary school
teachers. Chimanikire, Mutandwa, Gadzirayi, Muzondo, and Mutandwa (2007)
conducted a research on the factors that affect job satisfaction in three state universities in
Zimbabwe.
There have also been studies on teacher satisfaction in the Seventh-day Adventist
Church around the world. For example, Bristow (1974) conducted a study on teacher
attitudes toward job satisfaction in the Indiana Conference in the United Sates. In 1984,
Thorn studied job motivation and satisfaction of higher education employees within the
North American Division. Uyeda (1986) looked at employee participation in motivation,
decision making, and job satisfaction in the Japan Union Conference. Khillah (1986)
considered secondary school teachers’ motivation in the Lake Union Conference, while
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Thompson (1989) researched the perceptions of educators in Southern California. In the
Greater Sydney Conference, Australia, in 1989, Fraser carried out a study on job
satisfaction perceptions and attitudes of teachers. A job satisfaction study was conducted
on employees in Thailand (Srisawat, 1990). In 1992, Laryea examined organizational
communication satisfaction and job satisfaction among employees in West Africa.
Rutebuka (1996) studied job satisfaction and its relationship to commitment and selected
work conditions in the Lake Union Conference. However, no focus has been directed at
teacher satisfaction in the Seventh-day Adventist church schools in Zimbabwe.

Rationale
Over the years prior to beginning this research in 2001, there was widespread
manpower emigration of qualified personnel in Zimbabwe who left to seek employment
in the neighboring countries of Botswana and South Africa. Teachers were no exception
in looking for greener pastures in these countries. Some left to pursue further studies in
overseas countries such as the United States of America, United Kingdom, and other
European countries.
There may also have been other reasons why teachers left employment in Seventhday Adventist schools. These may include family-related reasons, locations of the
schools, and others. Research has revealed that teachers leave teaching for various
reasons, including frustration over unfulfilled desires to completely meet the needs of
students (Finch, 1982). Finch (1982) further reports that the National Education
Association in 1981 revealed that more than one-third of the United States of America’s

5

teachers are dissatisfied with their jobs. Harkins (1998) believes that employees are
simply driven out by dissatisfaction.
Throughout the last three decades, the subject of satisfaction has attracted
considerable attention in various sectors of work environments. Organizations spend a lot
of their valuable resources hiring and maintaining a good workforce for as long a time as
possible. They do so in order to curtail possible heavier expenses related to training and
retraining as a result of turnover of their staff. If the staff is generally satisfied, they
would be expected to remain in the organization and continue to improve their
performance.
According to Harkins (1998), there are five needs that he refers to as satisfiers that
employees must have fulfilled in order to stay with the organization. These are
confidence, emotional support, trust, fit, and listening factors. I look at these factors as
they relate to primary and secondary school teachers in Seventh-day Adventist schools in
Zimbabwe. Teachers make up the major part of the institutions’ staffing, and they are also
the pivotal body in running the schools. Myung-Hee (1987) concluded in his study that
―statistics suggest that job satisfaction of teachers is generally low and is a complex
problem to resolve‖ (Myung-Hee, 1987, p. 55). This low level of satisfaction in the
teaching profession leads to generally higher rates of turnover than other professions.
In her study, Maddox (1997) asked the question, What is there within the
profession that makes some teachers stay in teaching while others leave or become
disenchanted or feel entrapped in their careers? Teachers may be leaving church
employment in the educational institutions due to dissatisfaction during their service in
the schools. This was the reason why I sought to find out what brings about teachers’
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dissatisfaction, even to the point of quitting the profession. I focused my research study
on teacher satisfaction in Seventh-day Adventist church schools in Zimbabwe. A
secondary consideration was to analyze the pattern of teacher turnover over the 5-year
period 1997-2001.
Employee turnover is not only disruptive, it is expensive. In a study of 206 U.S.
companies, Sunoo (1998) found that the cost of replacing each employee was over
$10,000. Dissatisfaction of employees may be due to under-compensation, job fit,
company culture, or administrator/employee relations. The cost of dissatisfied teachers
who leave is disruptive to the organization’s finances and to the progress of the students
in the schools.
The church organization’s main religious philosophical thrust and activities are to
a large extent fulfilled by teachers in all these schools. Thus, activities and developments
that go on in the schools directly affect the spiritual atmosphere of the teachers
themselves, other employees and staff, the community, and, more importantly, the
students. When teachers are satisfied they can work better, and stability in the schools
would spell out stability in the church, which will mean progress in general, especially for
students. Wright (1991) emphasized that the major objective of the school is to promote
the scholastic achievement of the students, and teachers are directly involved in the
academic progress of students.

Purpose of the Study
The main purpose of this study was to analyze perceptions of the level of
satisfaction with factors deemed important to teachers in the Seventh-day Adventist
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church schools in Zimbabwe. In doing so, the study made comparisons between the
importance of and the level of satisfaction with these factors. Secondarily, the study
sought to consider the pattern of teacher turnover. A number of research questions and
related hypotheses bring out the focus of the study.

Research Questions
The objective of this research study was to identify and analyze factors that are of
importance to teachers and the level of satisfaction with those factors in the Seventh-day
Adventist church schools in Zimbabwe. This study was also directed at looking into the
pattern of turnover rate among the church school teachers. The questions guiding my
research were as follows:
1. What organizational factors of importance do teachers in the Seventh-day
Adventist church schools in Zimbabwe identify as influencing their decisions to continue
working in those schools, and how satisfied are they with the organizational factors?
2. What personal factors of importance do teachers in the Seventh-day Adventist
church schools in Zimbabwe identify as influencing their decisions to continue working
in those schools, and how satisfied are they with the personal factors?
3. What differences are there in the Seventh-day Adventist church school
teachers’ satisfaction with organizational factors based on various demographics?
4. What differences are there in the Seventh-day Adventist church school
teachers’ satisfaction with personal factors based on various demographics?
5. What pattern of teacher turnover is evident over the 5-year period 1997-2001
in the Seventh-day Adventist church schools in Zimbabwe?
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Conceptual Framework
Satisfaction is a condition that is brought about by existing factors. It is a feeling
realized when the relevant factors are right. Satisfaction is an intangible good feeling, the
effects of which can be felt by the subject and recognized by others. In order to determine
its presence or lack thereof, factors that bring about satisfaction must be identified and
measured.
There is a close relationship between attitude on the job and motivation. The
relationship of job satisfaction with a constant desire, willingness, and motivation to work
is what brings about progressive performance. Motivation theory explains the attitude of
an employee through behavior on the job (Porter & Lawler, 1968).
In their study of managerial attitudes and performance, Porter and Lawler (1968)
conceptualized a theoretical model of nine variables whose relationships and interaction,
including satisfaction itself, are responsible for satisfaction on the job. They are as
follows:
1. Value of reward—Considering possible outcomes that a person derives from
their behavior on the job; value of reward is the attractiveness of those outcomes.
2. Effort-reward probability—As an individual on the job expects certain
amounts of rewards, their level of performance is affected by that expectation. Effortreward probability is based on the perception of the worker.
3. Effort—Effort refers to the level of application and how hard a person works
on the task given. It is the amount of energy put forth on the job without consideration of
the equitable success on that job.
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4. Abilities and traits—Each person has such characteristics as personality,
intelligence, and skills that are developed over time, and they are retained for long periods
of time, giving impetus in performance of tasks. These characteristics are not affected by
day-to-day brief job situational changes.
5. Role perceptions—These are the kinds of activities that a person should do in
order to be successful in performing his/her job.
6. Performance—In its limited sense, performance is frequently known by
psychologists as productivity, which is relatively easier to measure than other variables.
This can be done through measuring or counting output resulting from a person’s effort
on the job, usually in relation to other people working with that person.
7. Rewards—Outcomes and returns that must be valued positively by the person
on the job are the rewards. Rewards may be either inwardly felt by the person or may be
provided by other people. The size of the rewards and direct connection to performance
are important.
8. Perceived equitable rewards—This is the amount of rewards that a person
feels they should receive as a fair return for a given level of performance.
9. Satisfaction—For this variable, the end and beginning, rewards that are
received are evaluated as to how much they meet or exceed perceived equitable levels
(Porter & Lawler, 1968, pp. 16-31).
Performance and satisfaction are related in theory in that high performance leads
to high satisfaction on the job. Satisfaction is determined by perceived rewards and
perceived equitable levels of rewards (Porter & Lawler, 1968). This underscores the
importance of understanding how a person on the job perceives their situation at a given
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time. People look for and do those activities that they feel satisfied with and feel good
about, even if those activities are not necessarily the best for themselves or the
organization.
Alderfer (1969) modified and condensed Maslow’s theory by proposing three
human needs for fulfillment: existence, relatedness, and growth (Northcraft & Neale,
1994). Similarly, McClelland (1961) proposed motivation as learned needs in three
categories. He named them as need for affiliation, need for power, and need for
achievement. Employees initially join organizations for employment purposes. But they
sooner or later evaluate whether they really feel good to be part of and affiliated with
those organizations. They want to know whether their services make a difference for
them and the organization. They continue to desire and seek opportunities for recognition
and advancement to affirm themselves. This need must continue to be met for the
employees to remain in employment.
Herzberg turned theories on motivation for needs toward factors that affect job
satisfaction and proposed the two-factor theory. These are broad categories, the first
being hygiene factors, which are extrinsic to the work. In this category, he included
company policies, safety and working conditions, benefits/remuneration, quality of
leadership and supervisory practices, and interpersonal relationships and work social
environment. The second category is that of intrinsic factors, termed motivators, which
have to do with work performance, such as recognition, achievement, autonomy and
responsibility, advancement, and personal growth (Herzberg, 1966). Much like the
previous theories by Maslow and Alderfer, Herzberg’s two-factor theory proposed that
they are progressive (Hoy & Miskel, 2001; Northcraft & Neale, 1994).
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Porter, Lawler, and Hackman (1975) conclude that
the Herzberg theory suggests that a job should enhance positive work motivation and
employee satisfaction to the extent that it provides opportunities for employees to
achieve, to gain recognition and responsibility, to advance in the organization, and to
grow in competence. But over subsequent years, it has been shown that satisfaction
and dissatisfaction can be derived from both intrinsic and extrinsic work factors. (pp.
299-300)
This does make determination of satisfaction on the job complex and somewhat elusive,
hence progressive in nature to higher order levels in satisfaction as experienced by
employees. In order to be motivated, the employee must feel personally responsible for
the tasks assigned. The employee must sense that the outcomes of the work are
meaningful and worthwhile for his efforts. The employee must also be able to get
feedback about the accomplishments.
Job factors are actually organizational factors that can also be viewed as
sociological factors, external of the teacher. Wright (1991) identified achievement,
recognition, interpersonal relations, responsibility, advancement, salary, job security,
personal life, status, working conditions, policy and administration, supervision, and
work itself as the 14 job factors. In the study on resignation of teachers in Korea, MyungHee (1987) identified a number of sociological factors. These include ―lower social
status, low salary, social relationship with administrator, social relationship with
colleagues, job condition, school environment, facilities, and lack of advancement
possibility‖ (p. 12). These conditions are the ones that the teacher finds him/herself in
and has little or no control over. They are the school factors. Administrative leadership
structure and support and colleague and community association are also all included in
this group scale of factors, as are salary and benefit provisions. The other group scale,
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personal factors, is also considered as psychological since they are internal to the teacher.
Myung-Hee (1987) listed the psychological factors as ―no motivation for selfdevelopment, self-evaluation of lack of teacher aptitude, feeling of alienation from
society, lack of self-confidence or lack of self-identity, professional frustration, and lack
of advancement possibility‖ (p. 12). These are the factors over which the teacher has
control, and they include attitude toward the job, qualifications, and preparedness, as well
as personal conduct in and out of the job. The teacher’s willingness to apply him/herself
in the success of the work is primarily internal.
From interviewing teachers, Maddox (1997) identified that turnover resulted from
the absence of teacher empowerment: lack of administrative, community, student, and
parental support. In her study, Maddox found that teachers sensed alienation and burnout
and also felt entrapped in their jobs.
In this study, the dependent variable is teacher satisfaction. The main independent
variables are organizational factors and personal factors. In a study on the retention of
female staff of a rural hospital, Smith (1997) assessed turnover factors under two groups,
the work-related and personal factors. In examining the relationship of satisfaction to
teacher and organizational variables, Menon, Papanastasiou, and Zembylas (2008) also
considered the factors in two groups, school organizational and individual characteristics.
The teacher, staff, or worker has very limited influence in establishing work-related
factors. But he/she has full control of personal factors to fit with the work-related. In this
study I analyzed teacher satisfaction under these two factor scales. The organizational
factors have to do with what the Church administration was doing, while the personal
factors have to do with what the teachers were doing.
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Teacher turnover was a secondary consideration in this study and is to consider
teacher turnover. Teacher turnover was analyzed to determine the pattern during the 5year period 1997-2001 in the Seventh-day Adventist church schools in Zimbabwe.

Significance of the Study
Frederick Herzberg (Hoy & Miskel, 2001) developed a theory of motivation. In
this theory, there are factors that bring about an employee’s job satisfaction. These
factors are in two categories: organizational and personal. However, if these factors are
not present, it does not automatically mean that there is dissatisfaction. This makes the
subject of satisfaction in the workplace dynamic and peculiar in each environment, hence
my interest, direction, and attention to teacher satisfaction in this study.
This study focused on analyzing perceptions of teachers’ level of satisfaction with
factors that are deemed important in the Seventh-day Adventist church schools in
Zimbabwe. A secondary focus was to analyze and determine the pattern of teacher
turnover in the schools. Smallridge (1972) established a link between the teacher’s
personal satisfaction with teacher turnover; improved satisfaction will be expected to
yield improvement and reduction in turnover. In the study on teacher turnover in Korea,
Myung-Hee (1987) mentioned that the long-term consequence of turnover is the
possibility of ―reducing the quality of people’s education, an important national resource‖
(p. 8).
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Evaluation of the teachers’ individual performances has been regularly carried out
by the church’s administration over the years. Evaluations have also been done for the
school as a group or unit. These evaluations served the administration in determining its
satisfaction with the teachers. But there has not been any evaluation done by the teachers
on the schools’ administration by indicating their satisfaction while they are serving. This
study has the potential of helping the church administration assess its teachers’ level of
satisfaction by focusing on factors of weakness.
Successful conclusions and findings of this study emphasize and complement
similar studies already published. This extends the knowledge on satisfaction specifically
into the Seventh-day Adventist Church in operating schools and, on a broader level, to
other church and administrative organizations in Zimbabwe. Other organizations,
particularly church organizations and district councils, can make use of the results of the
study to improve satisfaction of teachers in their respective schools.
The effectiveness of an organization is a reflection of its personnel and leaders’
service (McCoy, 1987). As teachers feel satisfied in their work, they are likely to
continue their teaching service in their schools.

Definition of Terms
The terms in this study are used in the general use of their meaning. A few of
these need to be highlighted for contextual understanding.
Administration: Those people who make up the leadership responsible for making
decisions in the institution or organization referred to. Administration may be simply
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used in reference to an entire office’s personnel, even though some of them may not
necessarily be on the leadership or decision-making team.
Church: The Seventh-day Adventist Church. The term church is used
interchangeably in referring to a local congregation gathered for spiritual purposes as well
as any of the administrative offices of the Seventh-day Adventist organization, which
include the local conferences and the Zimbabwe Union Conference.
Conference: The first level of the Seventh-day Adventist Church’s administration,
from which churches and members in provincial areas get leadership guidance and
resources. Churches in a given local area make up a Conference. Conferences make up a
Union.
Division: A Division is the third level of administration in the Seventh-day
Adventist Church’s structure, made up of a number of Unions.
Government: The political administration of the country of Zimbabwe,
headquartered in Harare. The government has eight provinces with provincial capitals.
The provinces are made up of districts, in which the schools are located.
Ministry: A department of the government.
Primary school: The first 7 or 8 years of education attended by school-age
children before they can qualify and advance to secondary school. In the European and
North American terminology, this is known as elementary school.
Secondary school: Education years attended by students after primary education,
before proceeding to college and/or technical training. This is known as high school in
the American and European contexts.
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Turnover: This is the number of employees who are initially hired in the schools
and then leave the schools’ employment to work elsewhere, in comparison to the total
number of employees. Turnover is frequently stated in percentage form.
Union: This is the second level of the Seventh-day Adventist Church’s
administration, which is responsible for the church’s activities in the entire country of the
Zimbabwe. The government normally communicates national issues pertaining to the
church and its members through this Union administrative office. Unions, usually
demarcated according to political boundaries, form a Division.

Limitations
At the time this study was conducted, I was not in Zimbabwe, where the schools
being considered are located. I was in the United States of America, from where all the
research activities were initiated. Communication and correspondence processes may
have limited the quantity of information gathered. I depended on the Union Education
Director for obtaining facts and information. The Director in turn relied on the school
headmasters and other school administrators. School leaders were likely constrained by
the activities going on in their respective schools. Yet obtaining information from the
teachers was most possible when they were going about their duties rather than when they
may be away on school vacation when the schools are not in session.
The study sought to determine teacher satisfaction, which essentially meant the
satisfaction of teachers who were in the schools at the time the study was conducted. The
satisfaction or dissatisfaction that would be most useful in future studies would be that of
the teachers who were former employees in the schools. However, it would not be
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practical to locate all teachers who had left in a timely manner for a conclusive research
study. This study determined important job factors and how satisfied teachers were with
the factors and related their level of satisfaction with turnover rate.
When data were collected from the teachers, it was in the environment of the
school administration. Under such conditions, teachers may have felt intimidated to
objectively express their feelings because of possible lack of assurance that their results
could not adversely affect them. Teachers may therefore have been inclined to give
socially acceptable responses.
Regarding teacher turnover, the study solicited information on the numbers of
teachers from the Headmasters. That information required extended time to research and
compile. In the schools where the Headmaster or deputy was not present, there was no
data that could be obtained and that limited the number of responses to the turnover
survey.

Delimitations
This research was limited to primary and secondary school teachers of the
Seventh-day Adventist Church in the Zimbabwe Union Conference. That included both
the secondary and primary schools that were on the Solusi University campus which were
not administered by the University.

Organization of the Study
This study is organized into five chapters. Chapter 1, the introduction, laid the
background and concept behind the study by stating the problem addressed and the
purpose, along with the significance of the study. Chapter 2 presents the literature
18

review. Studies on job satisfaction in both business and educational environments in
public and church-related institutions are reviewed. Chapter 3, on methodology, sets out
the design of the study and how data were collected from sampled church-school teachers
using survey questionnaires. Various research questions and hypotheses to be answered
are formulated. Chapter 4 presents the findings of the study. Collected data are analyzed
here in response to research questions and hypotheses. Chapter 5 is the summary,
discussion, and conclusions. Recommendations are made based on the findings of the
study.
There are various tables to support data and findings throughout the study.
Appendices of questionnaires and other pertinent documents are placed at the end with
the list of references.
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CHAPTER II

LITERATURE REVIEW

Introduction
Job satisfaction is ―a pleasurable or positive emotional state resulting from an
appraisal of one’s job or experiences‖ (Brief, 1998, pp. 4, 10). It is a person’s attitude
toward their job. This review of literature looks at some of the early stages in the
development of job satisfaction. Because job satisfaction is of importance in all sectors
of the workplace, a review of job satisfaction in business and various employment
settings was appropriate. Satisfaction on the job influences the decision of an employee
to stay in the organization. A review of turnover was part of this study as well.
Many studies have been done on this subject, particularly in considering and
identifying factors, characteristics, and facets of job satisfaction that tend to be contextual
in nature. Every organization is largely dependent on its employees to effectively
function and accomplish its objectives. It was the focus of this research study to consider
teacher satisfaction in the schools of the Seventh-day Adventist Church in Zimbabwe. I
reviewed studies on teacher satisfaction in order to identify factors to incorporate in this
study.

Historical Beginnings on Job Satisfaction
In 1928, a study on industrial problems concerning human nature and the
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relationships that exist between workers and their supervisors was presented. Some of
the earliest considerations of workers’ relationships were by Elton Mayo and others at the
Hawthorne plant of Western Electric in the years 1927-1932. Since then, there have been
many studies on social organization and motivation (Herzberg, Mausner, Peterson, &
Capwell, 1987).
Many studies have focused on job satisfaction in relation to job performance, and
organizations are considered to have failed to address this focus adequately (Brief, 1998).
From the 1920s, social psychologists have been keen in the study of attitudes on the job.
Studies have progressed from concepts and scaling attitudes to reasons for changes and
evaluation/measuring of attitudes.

Job Satisfaction in Business and Other Sectors
Research on job satisfaction has focused extensively on the business sector. The
industrial sector has attracted much attention, particularly in the area of motivation and
performance for productivity. Job satisfaction considerations in business are a logical
basis for research endeavors on satisfaction in other areas, such as human services.
Organizations are concerned about how well their employees perform tasks that
are given to them. They are also equally concerned that employees must be satisfied with
their jobs in order to perform well. Poznanski (1991), in a study on job satisfaction and
performance among accountants, discovered that there is a correlation between job
satisfaction and job performance. Maximizing on the two, organizations have been able
to increase their productivity, cut costs, and reduce turnover. Job satisfaction and
turnover intentions were found to be related, though not the only related variables, in
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Doby’s (1992) study. Hodges (1991) emphasized the importance of job satisfaction in
lowering turnover and other ―negative organizational outcomes.‖
In a similar study, Satava (1994) investigated the relationship between personality
and job satisfaction among public accountants, where turnover is very high. Job
satisfaction, job commitment, intent to turnover, and job promotion were analyzed. The
study found that there was no relationship between personality and job satisfaction and
the rest of the variables.
Porter and Lawler (1968) were interested in the relationships between value of
reward and effort-reward probability. In their hypothesis that value of reward and effortreward probability interact to produce performance, the researchers were more inclined to
the fact that both variables are necessary but not sufficient for effort to be applied on the
job. In relating effort to performance, their position was that more effort brought about
more performance. But they also thought that the effects of abilities and traits as well as
role perceptions must be included. Therefore, there is no perfect relationship between
effort and performance. The relationship between performance and rewards, which they
considered to be key to their theoretical framework, was hypothesized not only as
positively related to but further affected by the degree of their connection. As a person
sees greater connection between their performance and rewards, they are more likely to
exert more effort to perform more highly (Porter & Lawler, 1968).
In their book Behavior in Organizations, Porter et al. (1975) identified many
factors that influence an individual’s satisfaction with his/her job within an organization.
They determined that the interaction of the individual and the organization is key to the
success and benefit of both. A mutual effort by both the employee and the organization,
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particularly by the organization, must be made to change and improve on the quality of
that interaction. Organizations can effectively direct behavior of employees by
recognizing and influencing emotional feelings. That calls for an understanding of
individual employee intentions and perceptions on the part of those in administrative,
management, and supervisory positions.
Individuals in an organization have personal goals that must be accomplished in
the process of the organizational goals. Porter et al. (1975) show that employees
compose a society of individuals who complement each other in fulfilling their goals. All
the individuals come with expectations of the organization. Such expectations include
money/remuneration, working conditions, recreational and friendship facilities, travel
opportunities, and personal development activities in the form of libraries and computer
laboratories. The organization has the obligation to clearly communicate its expectations
to employees and identify their individual unique skills in an effort to satisfy their needs.
Individual needs are dynamic and subject to progressive change, which the organization
must seek to recognize in degrees of fulfillment.
One of the elementary and yet crucial aspects of satisfaction on the job is
recruitment and selection of employees. The best-qualified persons with the most fitting
skills and sufficient energy for the job must be identified. The organization’s selection
procedures must be utilized in order to bring in individuals who will make a meaningful
contribution to the organization (Porter et al., 1975). In this regard, the organization is
influenced by its hierarchical structure, customs, culture, and policies. There must be a
deliberate effort to make adjustments over time as the working climate changes.
Involvement of employees in decision making, including selection of other employees, is
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a source of satisfaction. They will feel obliged to create a lasting environment for the
new individuals and themselves. However, the supervisor remains the key person in
rightly orienting a new employee and setting favorable initial perceptions in the training
process and a positive environment thereafter.
Employees derive satisfaction from their involvement in company decision
making. Those who perceive that they make a difference in the company’s direction feel
more satisfied than those who have no contribution, hence they are less likely to leave
employment, hoping for greater satisfaction elsewhere. Wages and/or remuneration
differences are not a significant factor in the decision to leave, particularly over a longer
period of employment (Herzberg et al., 1987).
In a study on perceptions of broadcast station employees, Hu (1988) considered
the relationship between managerial persons and job satisfaction. If employees perceived
that their supervisors and managers had an interest in the employees’ well-being, this
would give them a sense of satisfaction with their job.
Organizational and individual career development complement each other within
each organization. They serve to strengthen both the individual and the organization. As
individual employees, including supervisors, are trained to develop themselves into better
and more satisfied persons on the job, they in turn develop the organization to progressive
levels of success. Hierarchical levels of the organization have a strong contribution to
individual perceptions of success and satisfaction as opportunities for promotion and
higher responsibilities open up to personal career development. Organizations with a
flatter structure are less likely to provide career development for employees. People feel
a sense of satisfaction when their efforts are rewarded by raising them to some higher
24

position or task. Employees even adapt to performing multiple tasks that develop into
multiple careers. This is particularly desirable in finding and hiring management and
supervisory personnel. Career development training programs must identify potentially
good trainees and be conducted in a meaningful way that is relevant to the job (Porter et
al., 1975).
Individual career development serves to strengthen both the individual and the
organization. Therefore it calls for concerted focus on training, in which successful
organizations invest considerable cost. These career development training endeavors
must be conducted in the most satisfying manner possible for the organization and the
employee. A comprehensive look at types of training programs and the caliber of trainees
is important for success in each organization. The trainee should perceive a potentially
rewarding relevance of the training program that is not totally divorced from the job.
Career development exercises should be logically applicable, frequently through series of
on-the-job sessions (Porter et al., 1975).
Individual personal needs and goals are an important consideration on the job.
While focusing on procedures that result in better performance and high productivity, a
close coordination and combination of efficiency and satisfaction should not be
neglected. Flexibility must fit the job for the employee and the employee for the job in
order to meet individual psychological needs and bring about a sense of satisfaction. In
establishing conditions and opportunities that meet individual needs, thereby affecting
their psychological state, it is crucial to determine how employees react. It must be
recognized that personal needs and goals can be changed by the job (Porter et al., 1975).
This may be of importance in human services, such as teaching, wherein the teacher’s
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personal needs and goals can be directed otherwise as the teacher comes face-to-face with
the needs of children in a short- or long-term interaction.
Organizational effectiveness as affected by management programs was studied by
Williams (1993). She hypothesized that ―quality management programs have a
significant and positive effect upon organizational effectiveness as measured by
productivity, safety record, employee turnover, customer satisfaction and product quality‖
(p. 33). As and when the organization becomes more effective, employees derive
satisfaction with their efforts on the job and remain within rather than move on to another
potentially fulfilling one.
Porter et al. (1975) identify evaluation as one of the important tasks that must be
done by both the organization and the employee in order to determine satisfaction and
effectiveness. In most organizations, evaluation is formal and regular. Evaluation must
be regular, allowing for meaningful intervals for assessment. It must be perceived as an
appraisal with logical connection to outcomes and performance tied to tangible rewards
for effective behavior on the job. And when there are differences in rewards, they must
be based on efficiency, if the type of job and qualifications/skills are on par. The
evaluation process and procedures must be designed to focus on both activities and
results in order to be most valuable. A teacher who is evaluated on the final exam pass
rate will focus on drilling students on exams and minimize teaching content material.
Interpersonal relationships of workers within an organization are a strong
influence on how employees feel about their job or membership. Social interactions also
serve to further impact employees’ effectiveness. Participation in activities and decisions
that relate to the relationship of the employees within the organization motivates and
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brings a level of satisfaction. Social groups can serve to stimulate and impart knowledge
and skills among group members. Attitudes and values can be shaped in social groups.
Social groups generally, but not necessarily, are relative to hierarchical levels of
employees, and their attitudes are influenced by those levels in the organization.
Attitudes may also change when employees are rewarded in such ways as promotions
(Porter et al., 1975). Leadership traits and styles are a factor in promoting social
gatherings and activities, which can be changed by removing or changing individuals in
the organization.

Job Satisfaction Factors
Organizational
According to Brief (1998), job satisfaction can be perceived in levels or degrees of
how an employee feels about his/her job. That feeling is measured against how well the
person’s individual values are attained. Personal values are closely tied to the
organization’s values. When characteristics of the job conform to personal
characteristics, including fair treatment, justice, and equity within the organization, the
employee tends to feel satisfied with the job.
In this study, I attempted to determine job factors that bring about teachers’
satisfaction. Which of the factors are of importance to the teacher in analyzing their level
of happiness with their appointment? Some characteristics of these factors have been
brought to the surface. While Brief (1998) determined that no theory has been developed
on a comparison of the weight of importance between facets of job satisfaction, research
on the analysis of the factors is pertinent to this study.

27

Herzberg et al. (1987) list 10 factors that have been analyzed: (a) intrinsic aspects
of the job, (b) supervision, (c) working conditions, (d) wages, (e) opportunity for
advancement, (f) security, (g) company and management, (h) social aspects of the job, (i)
communication, and (j) benefits (pp. 72-79).
While general job satisfaction is a very important part of an organizational system,
it is these specific factors and aspects of the job that bring about satisfaction. Yet there
may be components of the job related to each situation that influence general satisfaction
(Cranny, Smith, & Stone, 1992). Such components may include the philosophy and
mission of the organization practiced by those in leadership through their individual
styles and personalities.
A link between facility conditions in the school and teacher satisfaction was
studied by Schneider (2003). The study was conducted among a sample of teachers in
Chicago and Washington, DC. They were asked to rate how they perceived conditions in
the school facilities as affecting their job performance. Some of the facilities considered
ranged from science laboratories and other specialized rooms to lighting in the
classrooms and noise. Teachers expressed that they had problems regarding buildings
because of large schools. They perceived that these problems had a negative impact on
student outcomes and the health of both students and teachers. These conditions cause
teachers to feel dissatisfied enough to change schools or even leave teaching altogether
and have led to continuous staffing difficulties. The resulting turnover then forces
redirection of leaders’ attention to replacing staff. Schneider (2003) concluded that
teaching and learning are directly and negatively affected by poor school conditions.
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There are characteristics that differentiate people into two groups: satisfied and
dissatisfied. Within the characteristics, there may also be varying levels of satisfaction.
These characteristics have been identified as age, sex, intelligence, education, and
occupation, as well as marital status, number of dependents, work history, geography,
physical disability, social class, and ethnic group (Herzberg et al., 1987). Here the writers
were considering workers’ attitudes as they affect their satisfaction. In the Validation
Human Factors Satisfaction Questionnaire, Carlopio (1990) also identified, among other
factors, job satisfaction, commitment, turnover intentions, and goal-setting participation
as measurable factors. Commitment to the organization was also assessed by Hearn
(1990) as an important factor in job satisfaction.
Occupation, income, and position are dealt with together because of their
interrelationship. Occupations are viewed as levels. There are occupations that are
considered to be higher than others such as doctors, executives, and professionals. People
in those high levels generally have higher incomes than those in lower levels. In other
employment sectors perceived as lower in level such as industries, there are executives
who are actually at higher levels than the rest of the people there. In job satisfaction
studies, it is clear that those in higher levels of occupation have a higher morale and thus
are more satisfied with their jobs. However, income and position do not relate in the
same way as occupation. They vary with individuals. There is a general understanding
that morale and satisfaction increase as people assume higher positions and/or
responsibilities (Herzberg et al., 1987).
Job-related factors affecting retention of managers and non-managers in private
and public small service organizations were studied by Shaughnessy (1996). He analyzed
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promotion, pay, work, co-workers, and supervision as factors of job satisfaction. There
were notable differences between those who stayed and those who left. Those who
remained in their jobs were found to be generally more satisfied than those who left. The
differences were also clear between the factors.
Herzberg et al. (1987) determined that social groups in organizations are a factor
of great importance. There is no specific way social groups are formed. They can be
formed according to the workers’ levels in the company. Such social association is
considered formal in structure. Supervisors or managers may find it logical and easy to
be in their social groups and to communicate at the same level of understanding relevant
to their rank and status. In like manner, laborers may form their own social groups with
those who share similar burdens in their employment. On the other hand, there are
informal social groups as workers group themselves without regard to the organization’s
structure and positions. They arise mainly from individual likes and dislikes. Persons of
high status in the company can associate with some in lower levels and vice versa. Roles
within formal and informal social groups can change from time to time. The way a
person carries himself/herself in the social group can show how outstanding that person
is. When such a presence is felt in the social group, it carries into the company’s formal
structure (Herzberg et al., 1987).
Supervision is another important, pivotal, and influential factor in job satisfaction.
The quality and competence of supervision affects employees’ attitudes toward their work
and ultimately the decision to change jobs. The supervisor is frequently sandwiched
between his/her superior and those being supervised who must be skillfully directed into
accomplishing organizational objectives in a manner that gives them satisfaction to
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continue. Workers’ needs must be considered one of the organization’s objectives
(Herzberg et al., 1987).
Communication is an important tool and aspect of successful supervisors.
Supervisors have the obligation to clearly communicate to workers what is expected of
them on the job. In like manner, supervisors must open communication channels to
workers in order to know how they feel about their job and to complement those needs.
As the supervisor communicates, he/she must also maintain the leadership role. That
leadership may vary in practice, but it must include initiation of procedures and
continuous decision making for the group being supervised (Herzberg et al., 1987). A
supervisor assumes some level of management in order to articulate management goals
and objectives to the workers.
Racial prejudice is another factor in job satisfaction. It evolves and results from
personal stereotypes developed in individual backgrounds of negative racial and
antagonistic sentiments. In independent African nations, these prejudices are pronounced
among majority Blacks toward minority Whites and among majority tribal groupings
toward minority tribes. Prejudices contribute to attitudes and feelings of satisfaction on
the job as employees are denied or exposed to progressive opportunities. Segregation in
the workplace has received both ambivalent and unconcerned attention in organizations.
But in general and in overall terms, organizations are neutral regarding racism in that they
do not practice discrimination (Brief, 1998).
Job satisfaction in the literature is also considered in its relationship to other
variables. Doby (1992) brought out some of these variables in a study of job strain as it
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relates to staff turnover of accountants in public accounting firms. They are stated as job
stressors, social support, job strain, job satisfaction, and turnover.
Values of an organization are strongly determined by its cultural setting. The
geographical situation of the organization and that of the employees translates into values
held in that organization. In his study, Linthicum (1993) extends values more logically as
resulting from sub-cultures of the organization, and managerial personnel are the strong
force in bringing to bear those values.
Conclusions on the findings from research remain complicated in various ways.
Studies that have been carried out have differing emphases one from another. The ways
questions have been presented to employees tend to be slanted in direction, thus soliciting
specific responses. With the passing of time, technological advancement, and numerous
dynamic changes in the workplace, satisfaction on the job continues to be complex to
determine, and yet it advances instances of turnover. Among reasons for turnover, it is
found that as employees compete and move into higher positions, others are left behind
and therefore become frustrated enough to leave employment (Herzberg et al., 1987).

Personal
The Myers-Briggs Type Indicator (MBTI), an instrument developed for team
building and strengthening communication, was helpful in identifying some eight genetic
predispositions. These are extroversion and introversion, sense and intuition, thought and
feeling, and judgment and perception. Because of their predispositions, workers react
differently to information and communicate their reactions in different ways as well as at
differing lengths of time. For example, thinkers are inclined to reason information
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through, while judgers quickly rush to some conclusive decision (Coe, 1992).
Supervisors can develop their communication and understanding of those whom they
supervise, thus improve job satisfaction.
Age is a characteristic that ―pervades all of man’s activities‖ (Herzberg et al.,
1987, p. 5). It does not matter whether a person originates from Africa, the Americas,
Asia, Europe, or the Pacific Islands, his/her age determines what activities that person
enjoys. According to a survey of studies by Herzberg et al. (1987) on employee morale,
job attitudes change with the change in age. Morale is very high at the beginning of
careers before the age of 20. However, it drastically drops to its lowest during the 20s
and before the age of 30. Morale then picks up and continues to rise as the employee
progresses toward retirement. The age of an employee is a strong contributing factor in
satisfaction.
Gender difference is a characteristic that has not been easy to make conclusions
on. Questions asked in studies on comparing women’s attitudes toward their jobs have
not been adequate. However, conclusions have been drawn that women are more
satisfied with their jobs than are men. Women generally have a higher morale than men.
They have not been in the job market as long as men have been, hence their differing and
variable attitudes about job (Herzberg et al., 1987).
Education and intelligence are considered together in the studies on job attitudes
of workers. Studies cited on this characteristic have not been conclusive due to their
differing focuses. But ―some of the studies report that morale is lower among the more
educated than among the less educated workers‖ (Herzberg et al., 1987, p. 17). Of
particular note is the characteristic of intelligence. Those with high intelligence
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according to I.Q. scores tend to exhibit very clear satisfaction or dissatisfaction on the
job. The worker emphasizes his/her interests on the job (Herzberg et al., 1987).
Personality is one characteristic that runs across all other characteristics. The
manner in which an individual adjusts to a job situation is strongly impacted by that
person’s personality traits. Attitudes and satisfaction with the job reflect that person’s
individual character. In the survey of studies, Herzberg et al. (1987) found that generally
morale is a strong factor in personal attitude. A person with a generally high morale, often
shown by being outgoing, is usually satisfied on the job.
In studies, marital status and the number of dependants have not been shown as
significant characteristics relating to job satisfaction; neither has work history been
conclusive. There have not been sufficient or completed studies to make conclusions on
the effects of geography and physical ability on job satisfaction. Workers’ social classes
have a strong influence on their satisfaction with their jobs. If morale is high in the social
groups, satisfaction follows. This does not have to do with ethnic grouping, which has
not received attention as a characteristic of job satisfaction (Herzberg et al., 1987).
Social groups can be formed from entertainment association, such as going to
watch movies, singing in bands, and church fellowships. They can be formed from clubs,
such as college alumni or Rotary club memberships. They can be from humanitarian
associations, such as environmental and animal care. Some are from sporting activities
such as soccer, golf, football, or swimming. Members of these groups feel proud to be
part of the social groups and derive much satisfaction from them. They are more
cohesive because of their strong sense of belonging. As these groups form within the
formal workplace structure, they further promote satisfaction on the job as well as
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improve productivity (Herzberg et al., 1987). Those who fill leadership roles in the social
groups tend to be recognized as leaders in their formal work, especially when the workers
are part of decision making in the institution.

Job Satisfaction in the Teaching Profession
Importance of the Profession
The future of a nation depends primarily on teachers. Bishay (1996), in a study of
teacher motivation and satisfaction, argued that teaching is the most important of any
profession. However, most teachers are dissatisfied in their work today, and that is very
disturbing. Bishay’s (1996) survey was conducted on 120 teachers who were sampled
from different demographic groups such as gender, age, years of service, and
responsibility. Teachers who had other responsibilities had higher satisfaction. Female
teachers were less satisfied in doing various teaching activities than were male teachers.
Teachers with longer teaching service were found to have increased satisfaction. Part of
the survey also tracked attitudes of a voluntary small group of 12 teachers throughout the
day by paging and asking them to respond to questions about how they felt about the
activity they were doing at that time. These teachers reported that the activity they enjoy
the most and felt positive about was teaching, and that was also influenced by the subject
they taught. Socializing was also scored highly, particularly by female teachers. The
study determined that while teachers’ personal attitudes affected responses,
environmental factors are important in influencing the satisfaction of teachers (Bishay,
1996).
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The teaching profession is very important because it is through teaching that most
other professions are derived and much knowledge is passed, particularly to young people
who are subject to much change. Hence, there is an increasing interest in the study of
attitudes. Not only are the attitudes of students subject to change, but the attitudes of the
teachers change and affect those of the students. Du Toit (1993) carried out a study on
the principal changing the attitudes of teachers. Since attitudes can be positive or
negative, they affect the way a teacher conducts business and their satisfaction with the
work of teaching. The principal is a well-placed agent to bring about positive attitudes in
the school. Du Toit (1993) concludes that the principal can do so through his/her
leadership style and by recognizing teachers’ achievements.
In the study of self-directed professional development, Mushayikwa and Lubben
(2009) interviewed a total of 55 mathematics and science teachers over a period of 2
years in Zimbabwe. The focus was to synthesize teachers’ reasons for self-development.
Apart from being considered as one of the deprived environments, the country was
effecting major changes in the education system. That included the localization of the Olevel curriculum from University of Cambridge in the United Kingdom, which posed
challenges for teachers in transitioning students to the A-level curriculum, which was of
higher standard, maintained under the Cambridge arrangement. The drastic economic
downturn in Zimbabwe had enormous effect on teachers’ ability to professionally
improve themselves. The ―economic deprivation and political instability led to teacher
withdrawal and isolation‖ since they became ―targets of political violence‖ as leaders (p.
376).
However, by and large teachers remained responsible in pursuing professional
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development plans through donor organizations and individual initiatives. From the
interviews, the study highlighted the following teachers’ concerns for self-directed
professional development:
Perceived professional identity: Teachers wanted to maintain their social status
through facilitating their own self-esteem and respectable confidence in the profession.
Career development needs: By continued study and qualification improvement,
teachers exposed themselves to career changes as they prepared for opportunities even
outside of teaching.
Theoretical and content knowledge: Teachers were generally interested in
broadening knowledge through reading and revision of learned concepts.
Practical knowledge and professional skills: Teachers have a need to improve
teaching skills and ideas in syllabus and presentation of examination material.
Pedagogical content knowledge: There was a need to improve teaching and
material to be in tune with changing environment.
Professional networking: Interaction/contact with peers through various means,
including more and more online communication, affords sharing of valuable professional
ideas.
Benefits to teachers and students: Teachers continue to enjoy their profession as
they realize fulfillment of the initiatives in the interest and success of their students.
The study concluded that the underlying reason for pursuing self-directed
professional development is the realization of the usefulness and value of that effort.
(Mushayikwa & Lubben, 2009).
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Factors Influencing Satisfaction
There have been many studies on occupational stress in the educational profession
in developed countries. But not much has been studied about stress in developing nations
where conditions are no doubt different. Nhundu (1999) investigated occupational stress
in teaching among a sample of 95 primary and secondary school head teachers in nine
educational regions in Zimbabwe. Respondents were of different demographics and
backgrounds which included gender, school level, school status, and location. There
were 50 items listed as possible stress factors that respondents reported. The
questionnaire used in the research had 50 items listed that were deemed relevant in
Zimbabwe which took into consideration school policies, preparation of school heads,
and school administration.
Nhundu (1999) found 12 factors, listed in the order of level of stress, that were
considered top stressors reported by administrators:
1. Dealing with parents
2. Lack of learning materials
3. Inadequate resources
4. Evaluating teachers
5. Overcrowded classes
6. Supervising teachers
7. Low salaries
8. Supervising extracurricular activities
9. Lack of parental interest in students’ work
10. Overworked
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11. Poor students’ results
12. Limited chances of promotion.
The study showed that 29.03% of the head teachers were extremely or very
stressed with their job. There were also significant differences in perceptions and
considering various factors based on demographics: gender, school level, school situation,
school status, and work experience. Nhundu (1999) found that there was a comparatively
higher level of stress among administrators in his study than in other reported studies
which indicated the responsibility and work pressure on the respondents.
Sari’s (2004) analysis that related job satisfaction and burnout among special
school teachers and head teachers in Turkey found that their dissatisfaction was because
of poor communication. The special school teachers were less satisfied than the head
teachers, while, surprisingly, female teachers were more satisfied than were their male
counterparts. School administrators were encouraged to focus on reducing the usual
heavy pressure on teachers in order to reduce burnout and increase satisfaction (Sari,
2004). Nhundu (1999) listed overwork as one of the top stressors reported by school
administrators in Zimbabwe.
As a human services organization, the teaching profession is a child-centered one
that has not been adequately emphasized as compared to business organizations.
Turnover of teachers can be minimized by management and educational leadership in
order to benefit children. According to the Mushayikwa and Lubben (2009) study on
self-directed professional development in Zimbabwe, teachers continue to enjoy their
profession because of the benefit they realize through fulfillment of the initiatives in the
interest and success of their students. Balfour and Neff (1993) refer to turnover as a
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depletion of human capital with far-reaching consequences on the organization that
should be constantly considered. They determined that low job satisfaction was a major
contributor in high turnover in children-service organizations. Some of the turnover
determinants were experience and educational level of the staff.
Myung-Hee (1987) further looked at his study in two parts: teacher dropout and
teacher burnout. My study looks at the important factors that bring about teacher
satisfaction. Supposing that a high percentage of between 20% and 25% leave the
teaching profession in Korea, it was good to consider this rate of turnover in the
Zimbabwe Union Conference in this analysis of the level of satisfaction among the
teachers. Nhundu (1999) showed that 29.03% of the primary and secondary head
teachers were extremely or very stressed with their job.
In many nations and communities, teachers superficially enjoy special social
status that is not necessarily at a comparative level with their economic status. In fact,
teachers in the Korean context that Myung-Hee (1987) exposes are not as much fulfilled
by prestige or financial benefit as they are with psychological gratification realized in
students’ desirable results.
It is of much concern that primary and secondary school teachers join the teaching
profession only to be lost in large numbers. Studying the structure of secondary and
primary teachers in China, Weiqi (2007) confirmed that one of the main reasons for
losing teachers by the thousands is job satisfaction along with motivation, notwithstanding that research on teacher satisfaction in China has not been as extensive as in
other developed nations. It is evident that teachers in China are similarly dissatisfied in
their jobs, which is shown by the decreasing number of graduates who enter the teaching
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profession (Weiqi, 2007). Chimanikire et al. (2007) determined that, in spite of being
secure, most of the lecturers in the state universities in Zimbabwe were only moderately
satisfied even though they were being offered motivation incentives.
Menon et al. (2008) examined the relationship of job satisfaction to teacher and
organizational variables in Cyprus. They focused and grouped factors into ―school
organizational factors and individual teacher characteristics‖ (p. 76), much like they are
arranged in this research. Their review showed that dissatisfaction on the job is the main
cause of high turnover. They investigated organizational variables that are responsible
for teacher dissatisfaction in the culture and environment of Cyprus with the hope that
their findings would help increase job satisfaction. In the background of the popularity
and perceived high financial security of the teaching profession in that culture, there
appears to be job dissatisfaction. The study found that most of the teachers were actually
satisfied with their work. Among the variables the researchers investigated, they found
four that were of significance. First was gender. Men were more satisfied than women.
Second was school level. Teachers at lower teaching levels were more satisfied. Third
was school climate. A healthy climate in the school promoted job satisfaction. And
finally was goal attainment. Teachers who felt that their individual goals were
progressing also reported higher job satisfaction (Menon et al., 2008). However in the
Zimbabwe study, while they reported that they felt secure, respondents were generally
dissatisfied with their job based on most of the factors (Chimanikire et al., 2007).
Bogler (2005) conducted another analysis comparing the satisfaction of Jewish
and Arab teachers in Israel. Among other items analyzed, it was hypothesized and
findings confirmed that Jewish teachers experienced more satisfaction than did Arab
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teachers. Another prediction of the study, which was also confirmed from findings, was
that female teachers reported that they were more satisfied than their male counterparts.
In a study in Cyprus, Zembylas and Papanastasiou (2006) sought to actually
determine the sources of teacher satisfaction and dissatisfaction. They echoed the fact
that while there is a decline of teacher status in many developing countries, teaching is
popular for those finishing high school in Cyprus because of job benefits. In their
findings, the following were listed as sources of teacher satisfaction: (a) working with
children, (b) making a contribution to the society, (c) working collaboratively with
colleagues, and (d) salary, the hours, and the holidays. The following were found to be
sources of dissatisfaction: (a) the effects of social problems, (b) student failure and lack of
discipline, (c) lack of respect, status, and recognition from society, (d) the educational
system’s centralization, and (e) teacher evaluation and promotion prospects. They
concluded that there is an urgent need for school administrators and that teacher job
satisfaction is a very important factor in the quality of education. But that importance is
generally and very unfortunately overlooked.
According to Pomson (2005), it is a known fact that teachers in public schools are
paid better than those in private schools in many environments, particularly in Canada
and USA. In order to find out how it is that teachers in private schools choose to
continue accepting inferior remuneration arrangements, Pomson (2005) looked into
parochial school satisfaction and dissatisfaction in private Jewish day schools in Canada.
Teachers who were interviewed expressed four aspects that contributed greatly to their
sense of satisfaction. These were as follows:
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1. Collegiality—Teachers are fulfilled when they can meaningfully associate
with and relate to their colleagues across grades they teach or curriculum. They
frequently share teaching space and students.
2. Culture—Teachers valued the fact that they observed a Jewish year with
various activities to accomplish a common mission. They participated in contributing
values in their community.
3. Language—Teachers were highly motivated by following and teaching
Hebrew curriculum. That helped them consolidate their Jewish heritage, which would
otherwise be dormant and left to fade away.
4. Family and school—The environment of the denominational day school
allows teachers to transfer Jewish family values uninhibited from their community to
children in the school on a continuous basis. Personal values of teachers become
interwoven with and promote professional aspirations (Pomson, 2005).
Chimanikire et al. (2007) conducted a research on the factors that affect job
satisfaction in three state universities in Zimbabwe. The study used both qualitative and
quantitative techniques to interview and survey 80 tenured and temporary lecturers.
Respondents were a sample of male and female lecturers selected from the education,
commerce, agriculture, and environmental science departments of the institutions.
The study found that 72% of the tenured and temporary lecturers were dissatisfied
with their job. In spite of most (78%) of the lecturers feeling secure, most (73%) of them
indicated general dissatisfaction. About a third (61%) of the respondents were not
satisfied with the volume of their work and most of them were only moderately satisfied
even though they were being offered motivation incentives. More than half (52.6%)
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were satisfied with interpersonal relationships/team work, but they were not satisfied with
the organizational culture that did not promote development of interpersonal relations
(Chimanikire et al., 2007).
Communication and information flow was considered generally effective in
forms, except the electronic which is hampered by lack of internet and telephone
facilities. Half of the respondents were satisfied with feedback structures on supervision.
Regarding availability and distribution of facilities, there were problems with computers
and projectors, but respondents were satisfied with stationery supplies. Most of the
lecturers were satisfied with organizational ethics. The most important issue among the
lecturers was the inflationary adjustment of salaries in the face of hyperinflation which
influenced their job satisfaction (Chimanikire et al., 2007).
On the factors affecting job satisfaction, Chimanikire et al. (2007) did not find
statistical significance regarding sex, number of dependents, tenure, availability and
distribution of facilities, interpersonal relationships, working experience, medical cover,
personal growth and development, and supervision. But there was statistical significance
on salary, allowances and loans, and volume of work. Therefore, respondents in this
study were generally dissatisfied with their job based on most of these factors
(Chimanikire et al., 2007). In Sari’s (2004) study, female teachers were more satisfied
than the male teachers.
Brown (1991) stated that it is essential for teachers, particularly new teachers, to
be socialized into a work environment that promotes and encourages them to improve
their professional ability for the greatest benefit of the total school operation, motivating
them to perform at high levels with commitment. Because of the multiple and generally
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intangible but difficult goal measures, teachers tend to focus on short-range satisfaction
rather than on long-range satisfaction (Myung-Hee, 1987).
McClelland (1961) determined in his motivational needs theory that achievementmotivated people are generally high achievers because they set goals that balance
challenge and possibility. They continue to improve by seeking to accomplish more
without focusing on measures that they may not succeed in. Deriving satisfaction from
achieving measurable success, they are therefore inspired to set even higher goals.
In a study on the predictors of teacher turnover in Texas, Rasmussen (1980)
recognized a variety of factors that explain why teachers leave the profession. ―Age,
tenure, and family responsibilities; pay and promotion; supervision; group team-work and
satisfaction with co-workers; organizational and work environment factors; job content;
external alternatives; commitment and attachment; intentions and expectations‖ have
been identified (p. 10). In this study, individual attitudes were focused on. Such attitudes
contribute to satisfaction and the thought of quitting, which is further linked to behavioral
intentions.
Teacher turnover in international engagements has heavier financial and related
impacts on organizations. Bradley (1998) conducted a study on factors among American
curriculum teachers in Saudi Arabia. Some of the factors considered in the study are
physical setting, relationships with administrators, policies and salaries, act of teaching,
additional work responsibilities, living conditions, and cultural environment. In this
study, it was hypothesized that teachers were satisfied with relationships with
administrators as well as with the teaching. Other factors considered generated negative
or frustration feelings.
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Borg and Riding (1991) determined that teachers who are stressed were less
satisfied in their teaching. Among other factors, stress also caused teachers to be less
committed to teaching. Eventually they leave their teaching work, not just for a period of
time but permanently. Among secondary and primary head teachers in Zimbabwe, there
was a comparatively higher level of stress than in other recorded studies (Nhundu, 1999).
Principals’/Headmasters’ Roles
One of the ways principals and heads of schools can change the climate is by their
sense of humor. Hurren (2006) conducted a study on teachers in Nevada to find out
whether principals’ humor has any effect on teacher satisfaction. It is interesting to know
that while humor may be somewhat trivial to even consider for a study, it brings about
much sensitivity in school climate. In reviewing management attitudes, Hurren (2006)
found that there is a correlation between principals’ humor and the satisfaction of
teachers, which affects school climate. A sense of humor promotes a relaxed atmosphere
and better communication between administrators and teachers as they come to better
know each other. Humor tends to relieve stress and reduce dissatisfaction with the
principal. The study concluded that ―there are positive relationships between principals’
frequency of humor use and teachers’ job satisfaction‖ (p. 382), with teachers
experiencing higher satisfaction. Rightly used, and by caring not to use it too extensively
to be a distraction, humor can work to improve teacher satisfaction (Hurren, 2006).
A survey study on teacher satisfaction and dissatisfaction carried out by Rhodes et
al. (2004) found that the problem of supplying and retaining teachers continues to
challenge the United Kingdom government. The number of people who join the teaching
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profession in primary and secondary schools through training in the established
institutions continues to decline in spite of many recruitment incentives designed to boost
numbers. Qualified and committed teachers serving in schools are not being successfully
retained. This leads to thousands of unfilled vacancies and serious shortages of teachers
throughout the country. Falling morale, among other factors, is cited as having the most
impact in the teaching profession as teachers leave for other employment opportunities.
The task of creating conducive conditions that can inspire teachers to stay on the job is
laid squarely on the individual school leader—the Headmaster (Rhodes et al., 2004).
Bogler (2001) examined how the principal’s style of leadership affects teachers’
job satisfaction and determined that there was a direct and indirect effect. Therefore,
principals and Headmasters have a far-reaching and important role in creating
environments conducive to their teachers’ satisfaction.
Bolin (2007) proposed and considered the following in a study of factors that
influence teacher satisfaction: leadership, perceived social status, exam stresses, and
personal background. It was found that leadership, social status, and exam stress
correlated with teacher job satisfaction in China’s selected Beijing-area district middle
and high schools. In their study of exploring strategies that can increase teachers’
satisfaction, Fuming and Jiliang (2007) observed that teachers are dissatisfied mostly with
salaries and benefits, not withstanding that income is the first consideration in the choice
of profession. Chimanikire et al. (2007) also found that there was statistical significance
on salary, allowances, and loans in studying satisfaction factors among Zimbabwean
lecturers. This underscores how crucially important it is for school administrators to find
ways to promote satisfaction. These can include creating ranks and levels of promotion
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designed to pay teachers more. It would be fulfilling to teachers, most of whom choose
teaching as their lifelong commitment, to improve development opportunities that can
support their promotion and qualification for more income. Teachers also enjoy
democratic participation in the making of decisions with administrators (Fuming &
Jiliang, 2007).

Job Satisfaction in Seventh-day Adventist Organizations
Institutions
Laryea (1992) examined organizational communication satisfaction and job
satisfaction among employees of the Seventh-day Adventist Church in West Africa.
Perceptions of employees’ satisfaction with communication were considered in
relationship to their job satisfaction perceptions. The study included a wide variety of
employees, including administrators, pastors, teachers, and office workers. Its African
context is a valuable resource for my focus in this research. Many workers expressed
satisfaction with communication in the Seventh-day Adventist Church in West Africa.
However, an important number of employees were not satisfied. Involvement in decision
making and problem solving are cited as avenues of improving communication.
Uyeda (1986) studied employee participation in motivation, decision making, and
job satisfaction in the Japan Union Conference of the Seventh-day Adventist Church. In
this study, the relationship among these factors was considered as they were perceived by
pastors, teachers, and nurses. Among the various determinations in this study, the degree
of satisfaction perceived by employees was considered. There were significant
differences in the three groups’ perceptions. However, there was general dissatisfaction
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regarding job-related factors. Productivity and morale among pastors and teachers were
found to be low. As in Thorn’s (1984) study, it was recognized in this study that some of
the perceived levels of satisfaction may have been influenced by the participation of
administrators. But it was recommended that investigations should be made regarding
the conditions that bring about the low productivity and morale among employees.
Srisawat (1990) studied job satisfaction of Seventh-day Adventist employees in
Thailand. The study was conducted according to the Herzbert Motivation-Hygiene
Theory. The impact of selected work-related aspects and their perceived contribution to
job satisfaction were considered. The work itself was determined to be the most accurate
predictor of job satisfaction. But other items in other categories of employment were
found to provide significant information regarding satisfaction on the job. Employees
showed dissatisfaction with the salary category. It must be mentioned that this study
included such employees as pastors, nurses, and educators. Pastors were found to be
more satisfied than nurses and educators. As in the other previous studies on church
employees, this study concluded widespread quality employees who experienced workrelated satisfaction. But they, too, were widely dissatisfied with the job-related aspects,
which included salary, policy and administration, supervision, and work conditions. The
study encouraged the idea that administrators must be aware of the factors that enhance
satisfaction as they develop effective working relationships with employees.

Educational
Studies on teacher satisfaction in the Seventh-day Adventist Church have been
done. The study by Bristow (1974) on the attitudes toward job satisfaction in the Indiana
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Conference was meant to determine the degree of job satisfaction using an attitude scale
of responses from elementary and junior academy teachers. The teachers responded to 25
items that had been tested and proven to be of strong reliability. The study concluded that
77% of the teachers had positive attitudes, therefore they were satisfied with their
teaching, while 12% were dissatisfied. The level of satisfaction was supported by similar
percentages of fulfillment in such aspects as physiological, security, belonging/love, and
esteem. There were some areas in which teachers experienced more dissatisfaction than
in others. One of these was in self-actualization, where 38% were dissatisfied, some of
whom were also in administrative responsibilities. The study concluded that the teacher
must have a positive job attitude in order to be happy, otherwise he/she will be
dissatisfied.
The study by Thorn (1984) was on job motivation and satisfaction of Seventh-day
Adventist higher education employees within the North American Division. It was
conducted on the administrators and a random sample of faculty to determine the
motivational value of 50 selected aspects toward stimulating and inspiring employees to
perform at their best. The study underscored the importance of observing the relationship
among job satisfaction, motivation, and behavior on the job. If there is a decline in
satisfaction, productivity is negatively impacted and the economic well-being and
survival of the organization are threatened. The study found that there is a high-quality
sense of mission among employees in the North American Division. Employee
perceptions on job aspects that inspire and motivate are considered very vital in
determining feelings about their jobs. Other findings of the study were the widespread
dissatisfaction with job-related factors, low morale, and below-potential productivity. It
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is stated that a contribution to job satisfaction in these higher education institutions is the
incorporation of administrators. The study emphasizes that administrators and leaders
must commit themselves to creating work environments that provide maximum job
motivation and satisfaction in order to maintain quality effectiveness to overcome
declines in growth/enrollments.
Khillah (1986) studied motivation of secondary school teachers in the Lake Union
Conference of Seventh-day Adventists. The study was based on Herzberg’s dual-factor
theory of job satisfaction and motivation. It sought to determine factors that motivate
teachers and also to find out which factors contribute to the teachers’ satisfaction. The
three most satisfying factors identified were interpersonal relations with the principal,
interpersonal relations with students, and interpersonal relations with peers, staff, and
parents. Teachers were dissatisfied with conference policies and educational leadership
provided, as well as with job security. The high level of commitment to their service
showed that teachers feel completely fulfilled in their expectations on the job. There was
a need in the church organization to be grateful for the type of teachers it had. Among
others, there was a recommendation for similar studies to be done in other unions of the
world church to include elementary school teachers.
Perceptions of Seventh-day Adventist educators in Southern California were the
subject and focus of Thompson’s (1989) study. Thompson wanted to determine the
teachers’ perceptions of how much the local pastor supported Adventist education in
general and the local church school in particular. One other determination was the areas
of dissatisfaction by educators with their jobs. The study found that the local pastor was
perceived as supportive of Christian education. There were areas of concern identified by
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the educators. These related to perceptions of the Seventh-day Adventist denominational
leadership. But 80% of the educators did not consider the concerns as adequate cause for
a decision to leave their employment.
Fraser (1989) conducted a study on job satisfaction and attitudes of teachers in the
Greater Sydney Conference. Teachers in the primary and secondary schools of the
conference were considered. Fraser concluded that teachers in the Greater Sydney
Conference were satisfied with the support they received from the principals. However,
the teachers were not satisfied with the conference administrators’ interest in school
matters. They also perceived that there were some inequalities regarding policies of the
church, and they were not satisfied with procedures or methods of appointing teachers to
positions. Teachers indicated that they had strong support from their peers, which they
were happy with. Among other recommendations, this study called for more involvement
and effective interest in the schools by the conference administrators.
Rutebuka (1996) determined the degree of job satisfaction among teachers in
Seventh-day Adventist schools and its relationship to commitment and selected work
conditions. The study focused on the experiences of Adventist elementary and secondary
school teachers in the Lake Union Conference of Seventh-day Adventists. It was found
that teachers in the Lake Union Conference were satisfied with their jobs. Some of the
factors that were brought out include the teacher’s interest in the work of teaching, ability
to assist students in growing spiritually, and relations with students. Commitment to the
Seventh-day Adventist organization was identified as a strong predictor of satisfaction
among the teachers. Rutebuka (1996) recommended a replication of his study in other
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countries and unions, not just once but on a continuous basis to determine changes in
organizations.

Turnover in Organizations
Influencing Factors
In their study, Bennett, Blum, Long, and Roman (1993) identified four major
variables linked to employee turnover in a firm. The first one was firm characteristics,
which they further broke down to size, industrial sector, unionization, and industry. The
second was firm setting, which was discussed in the two subheadings of unemployment
rate and rural versus urban location. Third were work force characteristics, closely
considered as average age of employees and gender and racial composition. Benefit
practices was the fourth characteristic. In this study, work force characteristics provided a
better explanation for employee turnover, which emphasizes the importance of close
consideration of employee needs in the workplace.
Carney (1998) suggests ways of reducing turnover that include employee
involvement in decision making, communication, and training for workers. Lewis (1998)
also determined that staff training and not only communication but also creating
communication channels can eliminate staff turnover. He added setting the right tone and
monitoring turnover to the list of variables that can eliminate turnover. Because of the
significant economic and psychological challenges that employee turnover presents to the
organization, it is important to invest in the ―selection, training, and promotion in order to
avoid waste of resources with departure of valued workers‖ (Abrams, Ando, & Hinkle,
1998, p. 1027).
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The employee must sense preparedness to do the job assignment at hand. That
sense of confidence also establishes acceptance of his/her efforts within the organization.
Regarding emotional feeling, the employee must feel good enough and be stimulated
within to carry on the service. Trust must be earned by both the organization and the
employee, one to the other. When trust is missing, suspicion builds up the employee’s
desire to leave the organization. The organization must also assign a fitting task to the
employee who is capable of doing it. This is often compromised as the organization
pushes the idea of meeting set goals and/or as an employee finds it necessary to do certain
tasks because of a lack of viable and available alternatives. As the foregoing satisfiers, it
is important for the organization to listen to and observe what the employee
communicates. By the same token, the employee must listen to and observe what the
organization communicates in order for both to effectively succeed.
There are also steps that can be taken to retain employees for the benefit of the
organization. They include identification of the most valuable and key resource
employees, developing retention plans, and evaluation. Admittedly, there is a problem
with solutions to turnover because organizationally controlled variables tend to be linked
to manipulation (Edwards, 1979; Terborg & Lee, 1984).
Chachkes (1994) studied job satisfaction and turnover among social workers in
hospitals. There is a concern among social work directors to retain qualified staff.
Included in the varied reasons of turnover is that of job satisfaction. Chachkes found out
that turnover in social work is likely influenced by the fact that professionals frequently
come into employment with high expectations about the significance of their work.
When those expectations are least met or not met adequately, workers leave.
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Studying the relationship of self-perception to stress, job satisfaction, and
organizational commitment among staff nurses, Hollander (1996) states that turnover is
as high as 50%. Therefore it is an area for careful study and analysis. It was found that
more stress was associated with less satisfaction, and more social support and
organizational commitment with higher satisfaction. A positive correlation between
commitment and satisfaction was observed in spite of the size or type of an organization.
Upton’s (1994) study of low-skilled service employees in the cleaning businesses
helps to show job satisfaction in yet another sector of employment. As expected, the
study found that there was considerable employee turnover. But the turnover was not a
result of the fact that the jobs performed were low-skill in nature. Rather, Hu (1988)
found that employees were more likely to stay with a particular firm if they were
convinced that the employer was sincerely interested in and concerned about the
employees’ lives.
Graham (1994) considered the effects of success variables and coordinator
turnover on school-business partnership programs. While coordination would be
expected to bring about satisfaction and success, the study brought out that the school
coordinator’s position created problems. When there is no turnover of coordinators,
school coordinators have high satisfaction. That satisfaction is also high when there are
designated coordinators and clear accountability.
Writing about turnover, Cox (1996) refers to it as exit. He studied how
supervisors and coworkers make use of communication strategies to encourage exit.
There are reasons why managers would encourage employee exit. Managers may request
an employee to resign, grant a request to resign, punish an employee, or change the
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employee’s job to a less desired activity. It is interesting that the use of communication
to bring about a generally negative outcome is admitted by both workers and supervisors.
Boe, Cook, and Sunderland (2008) studied and investigated why it is strongly
believed that the shortage of teachers is caused primarily by turnover. They found that
turnover was particularly high at 25.6% in 2000-2001, with most of the teachers leaving
during the third to the fourth year of their work. But that turnover was lower than in other
professions. However, there continues to be ―some uncertainty and confusion about the
amount of turnover‖ (p. 8) in the ever-changing teaching profession. They determined
that teacher turnover will definitely continue, which triggers the need for management of
organizations to work on improving various aspects in the schools (Boe et al., 2008).

Effects
Manpower turnover is one factor that brings about a negative impact to the whole
organization. Regardless of the reasons for turnover, Mobley (1982), who has written
extensively on the topic, states that turnover has enormous financial and other
consequences for the organization. As Balfour and Neff (1993) also state, staff turnover
leads to high costs ―in hiring and training, reduced service capacity and an increased
possibility for harmful decisions‖ (p. 473).
In the study on turnover of salespeople, Langdon (1996) determined that voluntary
turnover greater than 25% is high. The effects of such turnover are both time consuming
and expensive for the organization. While this turnover can be very well controlled, it is
often ignored by many organizations. In this study, it was felt that rewards were not
equitable to the effort put into the job. The pay structure, which includes base pay,
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commissions, promotions, benefits, training, trips, and contests, was a major cause of the
turnover. Demands of the job are much higher than the rewards. Von Kirchenheim
(1996) also determined that there was dissatisfaction about lack of flexibility with pay in
the study on individuals who have to adjust to different international cultural settings.
However, salespeople in Langdon’s (1996) study were found to be very satisfied with the
degree of respect from their managers in the organization.
Job dissatisfaction adversely affects the organization’s continued operation. As
employees become more and more dissatisfied, they leave employment, which increases
turnover. Razza (1991) noted some of the adverse effects of staff turnover in the study of
group homes for the mentally retarded as ―increased expenditures, reduced morale
postponement or abandonment of new projects and inadequate service provision‖ (p. 52).
The effects of turnover would not be felt less in teaching than in other professions.
Turnover in teaching is affected by teacher morale, which is directly associated with
attitude (Rafferty, 2002). In her study, Rafferty (2002) sought to establish how the level
of morale caused teachers to decide to move from one school to another, and how
teachers’ level of satisfaction with principals affected turnover. It is important for
teachers to be happy in order to be satisfied. Happiness on the job results mostly from
relationships with associates, and that in turn affects the level of morale. Some of the
reasons that teachers leave from one school to another, according to Rafferty (2002), are
salaries, student discipline, and lack of contribution in decision making in the school.
The atmosphere accommodating teachers in decision making is created almost
exclusively by the Principal/Headmaster. Rafferty (2002) found that there was a
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relationship between the level of morale and turnover, and that teachers’ satisfaction with
Principals related to turnover.

Summary
Job satisfaction is a subject that has been studied and reviewed for many decades.
Its importance transcends all types of organizations, whether business or government,
religious or secular, and whether educational or voluntary. Satisfaction on the job
promotes a positive environment and influences progressive stability of the organization
as employees continue their contribution for long periods of time. Satisfaction in the
teaching profession is of particular importance, since that is the environment in which
most professions are developed right from the very young lives of students.
A review of early literature shows that organizations recognized that it is
important to motivate workers in order for them to be satisfied. The study of satisfaction
has therefore continued to rightly attract much attention. Many studies have been
conducted on job satisfaction in business, where the focus is generally on production of
more and higher quality products both in material and service. Collaboration of helping
workers to achieve personal goals and the achievement of organizational goals has been
the focus in many institutions (Porter et al., 1975). Extensive financial and human
resources continue to be employed in recruiting and placing the right personnel to fit and
carry out various organizational objectives.
Studies have sought to identify job factors that can be improved on to bring about
a higher level of satisfaction. Those factors vary from supervision, work conditions,
salaries, and socialization to personal factors including attitudes. Gender differences,
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educational levels, and length of service are some of the variables that influence
satisfaction on the job.
Satisfaction in the teaching profession has followed suit in attracting attention in
studies. It is a profession that has many committed to it but also has many who are
dissatisfied. Studies have been conducted in many countries, from America, Europe,
Asia, and Africa, and in public, government, private, and church organizational schools.
There continues to be a need to identify and improve contextual conditions in various
environments, hence more and more studies as times change. As the Seventh-day
Adventist Church establishes and opens more schools around the world, the need to
create conditions that satisfy teachers cannot be overlooked.
Teachers join the profession in schools and work for some time and then move on
to other schools and professions. As in business and other professions, turnover in
teaching causes much instability. Satisfaction of teachers would be expected to reduce
turnover. By identifying factors that bring about satisfaction in teachers’ perceptions, the
church could reduce turnover in the schools.
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CHAPTER III

METHODOLOGY

Introduction
The main purpose of this study was to analyze perceptions of the level of
satisfaction with factors deemed important to teachers in the Seventh-day Adventist
church schools in Zimbabwe. To do so, the study made comparisons between the
importance and the level of satisfaction with these factors. Secondarily, the study sought
to determine the pattern of teacher turnover in the 5-year period 1997-2001. There were a
number of research questions and related hypotheses addressed in focusing this study.
A survey instrument was developed to solicit teachers’ perceptions on their
satisfaction with organizational and personal factors that they considered important in
deciding whether to continue teaching in the church schools. Another short instrument
was sent out to the administrator, Principal, Headmaster, or Deputy Headmaster in each
school to collect data on teacher turnover in the schools. The questionnaire distributed to
teachers was an adaptation of related past studies on teacher satisfaction and turnover.
Rutebuka’s (1996) questionnaire, Adventist Teacher Study, was used to identify, adapt,
and incorporate most of the job factors into the questionnaire for teachers in this research.
Relevant items from Laryea’s (1992) questionnaire were incorporated in my instrument.
De Armas’s (1975) design on Andrews University full-time workers was another resource

60

for designing the main survey, Adventist Teacher Satisfaction Questionnaire (Appendix
A), for this study.

Research Design
This is a quantitative research study that employed a survey questionnaire.
Descriptive statistics using means and standard deviations were used in determining
factors of importance as well as factors that teachers were satisfied with. Analysis of
variance (ANOVA) was used to analyze differences among the various demographic
groups of teachers in their perceptions of satisfaction with important factors. Descriptive
statistics was used to analyze the pattern of teacher turnover in the church schools in
Zimbabwe.
This research study is a non-experimental descriptive study because it brings out
characteristics as they occur among the teachers in the schools of the Zimbabwe Union
Conference of the Seventh-day Adventist Church in Zimbabwe. Demographic
information such as gender, years of teaching, levels of education/qualification, and
marital status were obtained from the teachers in order to analyze characteristics of the
respondents (McMillan & Schumacher, 1997). Over the years, the Church has been
carrying out exploratory exercises to ascertain how satisfactorily the schools and teachers
perform in accomplishing goals (W. Ncube, personal communication, August 21, 2001).
This research turned the focus to identifying factors of importance and determining the
level of satisfaction among teachers.
I made use of survey research methodology. The nature and intent of the study
was to solicit teachers’ attitudes, feelings, and opinions (McMillan & Schumacher, 1997).
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It was observed that interviews were not used very effectively in this type of study (Brief,
1998). If used, interviews might add another dimension in researching on attitudes,
feelings, and opinions. However, use of interviews is more likely to take a more
extended period of time to conduct the study. Hence the survey research design was
determined to be the best for obtaining the desired facts and information for this study.

Population and Sample
The target population in this study was all the teachers in the Zimbabwe Union
Conference primary and secondary schools of the Seventh-day Adventist Church in
Zimbabwe. There were 71 primary (3 of them in urban centers) and 25 secondary (3 of
them in urban centers) schools with a total of 1,318 teachers. The Union directly
administered 6 of the secondary schools, 3 of them located in Central Zimbabwe
Conference territory, 1 in East Zimbabwe Conference, and 2 in West Zimbabwe
Conference. The Union also administered 1 primary school in conjunction with 1 of the
secondary schools located in Central Zimbabwe Conference. In Table 1 is the list
showing the number of teachers in each of the schools that were directly administered by
the Union.
The rest of the secondary and primary schools were administered by the three
local conferences. There were 17 primary and 3 secondary schools in Central Zimbabwe
Conference. Table 2 shows the enrollment and number of teachers in each school.
East Zimbabwe Conference had 26 primary and 9 secondary schools. Table 3
shows the enrollment and number of teachers in each school.
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West Zimbabwe Conference had 27 primary and 7 secondary schools. Table 4
shows the enrollment and number of teachers in each school.
The education system in Zimbabwe has been largely centralized at the national
level. These schools are all related in a very similar manner to the Ministry of Education
in their respective provinces and districts, making them comparable regarding the impact
of government in the operation of church schools.

Sampling
A stratified random sample of a representative number of schools from each of the
local conferences was selected. In selecting the schools, any school that had been under
the administration of the Church for less than 5 years was left out and replaced by another
to make up the desired number of schools in each conference. Five years was also the
tenure that the Union elected its leaders to serve in various leadership offices. Five years
was arbitrarily chosen because it was a long enough period of time during which the
impact of the Church’s administration could be evaluated.

Table 1
Zimbabwe Union Conference Schools
________________________________________________________________________
Primary
Number of
Secondary
Number of
schools
Enrollment teachers
schools
Enrollment
teachers
Anderson
184
5
Anderson
323
26
Bulawayo
666
36
Hanke
422
16
Lower Gwelo
580
33
Nyazura
676
28
Solusi
450
20____
Total
184
5
3,117
159
________________________________________________________________________
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Table 2
Central Zimbabwe Conference Schools
________________________________________________________________________
Primary
Number of
Secondary
Number of
schools
Enrollment teachers
schools
Enrollment
teachers
Chiwawa
760
19
Gunde
459
17
Dlodlo

262

7

Dorset

621

15

Gunde

585

15

Gwitima

400

11

Hanke

559

17

Kanye

301

8

Lower Gwelo

907

24

Lowveld

128

3

Mafuba

425

13

Mandora

312

8

Manyuli

250

7

Mashapa

634

16

Mateme

364

9

Mundondo

393

10

Sikombingo

868

24

Mateme

200

8

Mundondo

375

14

Zhombe
805
21
________________________________________________________________________
Total
8,574
227
1,034
39
________________________________________________________________________
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Table 3
East Zimbabwe Conference Schools
________________________________________________________________________
Primary
Number of
Secondary
Number of
schools
Enrollment teachers
schools
Enrollment
teachers
Anderson
162
6
Anderson
292
14
Bemhiwa
540
13
Chikwariro
560
23
Chegore
260
7
Handina
312
13
Chikwariro
831
21
Katsenga
472
18
Chinembiri
451
12
Karirwi
455
18
Chitikira
186
5
Mukwasi
650
23
Dawure
426
11
Nyahuni
608
23
Gwasira
420
11
Ruya
570
22
Handina
700
18
Shutu
94
5
Huyo
758
19
Karirwi
740
19
Katsenga
353
9
Kwarire
420
10
Majakwara
206
6
Makwinde
388
10
Manhu
582
15
Manyenyedzi
624
15
Marewo
273
7
Mauya
406
19
Mukwada
447
11
Mukwasi
759
20
Mutoranhanga
560
14
Northwood
140
8
Nyazura
544
16
Simbaredenga
443
12
Tsikada
580
16
________________________________________________________________________
Total
12,199
330
4,013
159
________________________________________________________________________
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Table 4
West Zimbabwe Conference Schools
________________________________________________________________________
Primary
Number of
Secondary
Number of
schools
Enrollment teachers
schools
Enrollment
teachers
Balule
341
9
Maranatha
180
8
Chobeni
280
7
Nemane
636
20
Ebley
133
4
Samahuru
301
12
Fairview
209
10
Shashane
418
18
Gonye
454
13
Skopo
198
9
Gwamayaya
346
8
Tshabanda
615
20
Jenda
379
9
Tshitatshawa
263
10
Jiba
513
13
Lutumba
814
22
Mathabiswana
362
9
Matjudula
317
8
Mayembe
225
9
Mazibisa
344
9
Mguza
289
8
Nemane
615
15
Ngungumbane
279
9
Njelele
303
12
Phelandaba
650
15
Samahuru
395
10
Shashane
295
10
Siansali
318
8
Skopo
315
8
Solusi
369
15
Soluswe
462
12
Tjedza
301
8
Tshabanda
1,105
28
Tshitatshawa
503
14
________________________________________________________________________
Total
10,916
302
2,611
97
________________________________________________________________________
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The survey study was conducted with teachers in the selected schools. One
secondary school administered by the Union was randomly selected from each of the
three local conferences. This represented half of the Union-administered secondary
schools in the sample. However, the one primary school that was directly administered
by the Union was not selected because it fell under the secondary school’s administration
where it was located.
As presented in Tables 1-4, schools were of different sizes based on enrollment,
which influenced the number of teachers in each school. The church’s administrative
presence and emphasis varied as influenced by the sizes of the schools. Therefore, I
selected the sample in order to represent sizes of the schools. I used stratified random
sampling.
A sample of approximately one-sixth of the primary schools and approximately
one-third of the secondary schools from each local conference was selected. Half of the
Union-administered schools were selected. Of the 96 church schools, 32 were selected
for the sample with approximately 442 teachers.
Table 5 presents the sample selection among Seventh-day Adventist schools in
Zimbabwe whose teachers were respondents in this research.

Instrumentation
The main survey used to collect data for this research study was the Adventist
Teacher Satisfaction Questionnaire (Appendix A). The questionnaire was designed
through adaptation from related past studies’ instruments on teacher satisfaction and
turnover. Most of the job factors in Rutebuka’s (1996) questionnaire, Adventist Teacher
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Table 5
Sample Selection Among SDA Schools in Zimbabwe
________________________________________________________________________
Number of.
Number of Number of
Sample
teachers
Conference
teachers
schools
schools
in sample Total
Central
Primary
Zimbabwe
schools
1-5
1
1
3
6-10
6
2
16
11-15
4
1
14
16-20
3
1
17
21+
3
1
23
73
Secondary
schools
1-10
1
1
8
11-20
2
1
16
24
East
Zimbabwe

Primary
schools

1-5
6-10
11-15
16-20
21+

1
8
9
7
1

1
2
2
2
1

5
16
25
36
21

103

1-10
11-20
21+

1
4
4

1
1
1

5
16
23

44

1-5
6-10
11-15
16-20
21+

1
16
8
0
2

1
4
2
0
1

4
35
27
0
25

91

1-10
11-20
20+

3
4
0

1
1
0

9
17
0

26

Central
Zimbabwe

4

1

25

East
Zimbabwe

1

1

28

Secondary
schools

West
Zimbabwe

Primary
schools

Secondary
schools

Zimbabwe
Union
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Table 5—Continued.
________________________________________________________________________
West
Zimbabwe
2
1
28
81
________________________________________________________________________
Total
96
32
442
________________________________________________________________________

Study, were adapted and incorporated for content of the questions in the questionnaire for
this research. Relevant items from Laryea’s (1992) questionnaire were also incorporated.
De Armas’s (1975) design on Andrews University full-time workers was another resource
in designing the questionnaire for relevance to the church schools in Zimbabwe. The
questions were formulated to address as many of the various aspects of administering
schools as possible with brevity and specificity.
The usefulness of the questionnaire in gathering the desired information for this
research study was validated by distributing it for pilot testing to 10 teachers/staff
members who had been involved in the schools and administration of the Seventh-day
Adventist Church in Zimbabwe. Testing of the Adventist Teacher Satisfaction
Questionnaire was aimed not only at getting a sense of whether the listed factors were
pertinent for teachers in church schools in Zimbabwe, but also at getting solicited
feedback on further adaptation of questions and wording thereof. Responses confirmed
most of the factors. There were useful additions, such as separating the item on
assignment of teachers to schools into factors ―assigned by the Church administration‖
and ―assigned by the government.‖ That input was subsequently confirmed by actual
responses to the survey questionnaire that yielded no lack of understanding of the factors.
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The questionnaire was divided into four sections:
Section 1 of the questionnaire was on ―job factors: organizational.‖ One part
solicited teachers’ perceptions on organizational factors that they considered important,
and the other part solicited teachers to rate their level of satisfaction with those
organizational factors. On a scale of 1 to 5, teachers indicated how important they
considered each of the organizational and personal factors was in influencing their
decision to continue working in their school as follows: 1—Of little or no importance,
2—Of some importance, 3—Of average importance, 4—Of much importance, and 5—Of
very much importance. Teachers also indicated their level of satisfaction with the same
organizational factors in the school as follows: 1—Very unsatisfied, 2—Unsatisfied, 3—
Neutral, 4—Satisfied, and 5—Very satisfied. There were 52 questions in this section,
which were in nine groups: ―organizational structure,‖ ―place,‖ ―material,‖ ―program,‖
―professional growth,‖ ―processes,‖ ―organizational climate,‖ ―logistical support,‖ and
―constituency support.‖
Section 2 of the questionnaire was on ―job factors: personal.‖ Like Section 1, one
part solicited teachers’ perceptions on personal factors that they considered important,
and the other part solicited teachers to rate their level of satisfaction with those personal
factors. There were 24 questions, which were in two group scales: ―motivational‖ and
―people.‖
Section 3 of the questionnaire was on ―general and demographic information,‖
which was used to analyze how different categories of teachers of the Seventh-day
Adventist Church in Zimbabwe responded to Sections 1 and 2 of the study’s main
questionnaire. There were eight categories in this section.
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Section 4 of the questionnaire was ―comments,‖ in which teachers were requested
to offer their comments regarding the study’s questionnaire.
After approval of the study by my committee and the Institutional Review Board,
a formal request was made for approval of the research from the Zimbabwe Union
Conference of Seventh-day Adventists, Department of Education. The Education
Department Director, Wilmore Ncube, liaised with the Government Ministry of
Education officials for the study to be conducted.
A secondary aspect of this study was on teacher turnover. The survey
questionnaire used to collect data on turnover was the Adventist Teacher Turnover
Questionnaire (Appendix B), which was filled out by the administrator/Principal/
Headmaster/Deputy Headmaster in each of the sampled schools. This questionnaire
requested the person in charge of the school to provide information on turnover of
teachers in each of the previous 5 years: 2001, 2000, 1999, 1998, and 1997. The
questionnaire had six questions.

Research Questions and Corresponding Hypotheses
The purpose of this study was to analyze perceptions of the level of satisfaction
with factors that were deemed important to teachers in the Seventh-day Adventist church
schools in Zimbabwe.
This study also investigated teacher turnover during the 5-year period 1997-2001
in the Seventh-day Adventist church schools in Zimbabwe. This was to determine
whether average teacher turnover was low or high.. The administrator, Principal,
Headmaster, or Deputy Headmaster in each school provided the number of teachers
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during the years 2001, 2000, 1999, 1998, and 1997. Turnover was determined as the total
number of teachers who left or were no longer in the schools divided by the total number
of teachers. Turnover was calculated, and an average for each school in those years was
taken. According to Langdon (1996), a turnover rate greater than 25% is high. A
turnover rate of 25% and below is low. The turnover rate of teachers in each school was
classified as follows: 1—Low (25% and below) or 2—High (greater than 25%). The
pattern of teacher turnover was analyzed for the 5-year period 1997-2001.
The following research questions were studied and analyzed:
1. What organizational factors of importance do teachers in the Seventh-day
Adventist church schools in Zimbabwe identify as influencing their decisions to continue
working in those schools, and how satisfied are they with the organizational factors?
No hypothesis was tested in answering this question. Organizational factors that
are of importance were determined by a distribution of score means and standard
deviation. In order to identify different aspects of the organization in the findings of this
study, these organizational factors were analyzed in seven group scales of factors:
―organizational structure,‖ ―place,‖ ―material,‖ ―program,‖ ―processes,‖ ―organizational
climate,‖ ―logistical support,‖ and ―constituency support.‖
2. What personal factors of importance do teachers in the Seventh-day Adventist
church schools in Zimbabwe identify as influencing their decisions to continue working
in those schools, and how satisfied are they with the personal factors?
No hypothesis was tested in answering this question. Personal factors that are of
importance were determined by a distribution of score means and standard deviation. In
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order to identify different aspects of the organization in the findings of this study, these
personal factors were analyzed in two scales of factors: ―motivational‖ and ―people.‖
In answering research questions 3-4 of this study, various relevant hypotheses
were tested under each question as follows:
3. What differences are there in the Seventh-day Adventist church school
teachers’ level of satisfaction with organizational factors based on various demographics?
Null Hypotheses 1-8 were tested to analyze differences in teachers’ perceptions on
the level of satisfaction with organizational factors based on various demographic groups.
Null Hypothesis 1: There is no difference in the teachers’ level of satisfaction with
organizational factors based on school level.
Null Hypothesis 2: There is no difference in the teachers’ level of satisfaction with
organizational factors based on school situation.
Null Hypothesis 3: There is no difference in the teachers’ level of satisfaction with
organizational factors based on gender.
Null Hypothesis 4: There is no difference in the teachers’ level of satisfaction with
organizational factors based on age range.
Null Hypothesis 5: There is no difference in the teachers’ level of satisfaction with
organizational factors based on educational preparation.
Null Hypothesis 6: There is no difference in the teachers’ level of satisfaction with
organizational factors based on years as a Seventh-day Adventist.
Null Hypothesis 7: There is no difference in the teachers’ level of satisfaction with
organizational factors based on years of teaching in this and in previous SDA schools.
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Null Hypothesis 8: There is no difference in the teachers’ level of satisfaction with
organizational factors based on other major responsibilities.
Analysis of Variance was utilized to analyze differences in teachers’ level of
satisfaction with organizational factors.
4. What differences are there in the Seventh-day Adventist church school
teachers’ level of satisfaction with personal factors based on various demographics?
Null Hypotheses 9-16 were tested to analyze differences in teachers’ perceptions
on the level of satisfaction with personal factors based on various demographic groups.
Null Hypothesis 9: There is no difference in the teachers’ level of satisfaction with
personal factors based on school level.
Null Hypothesis 10: There is no difference in the teachers’ level of satisfaction
with personal factors based on school situation.
Null Hypothesis 11: There is no difference in the teachers’ level of satisfaction
with personal factors based on gender.
Null Hypothesis 12: There is no difference in the teachers’ level of satisfaction
with personal factors based on age range.
Null Hypothesis 13: There is no difference in the teachers’ level of satisfaction
with personal factors based on educational level.
Null Hypothesis 14: There is no difference in the teachers’ level of satisfaction
with personal factors based on years as a Seventh-day Adventist.
Null Hypothesis 15: There is no difference in the teachers’ level of satisfaction
with personal factors based on years of teaching in this and previous SDA schools.
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Null Hypothesis 16: There is no difference in the teachers’ level of satisfaction
with personal factors based on other major responsibilities.
5. What pattern of teacher turnover is evident over the 5-year period 1997-2001
in the Seventh-day Adventist church schools in Zimbabwe?
Descriptive statistics was used to analyze the pattern of teacher turnover.

Data Collection
The Zimbabwe Union Conference Education Director was the pivotal person in
identifying schools and contacting the Headmaster or one of the teachers in each sampled
school. The contact individual then distributed the questionnaire to teachers and
collected them after teachers completed them. The teacher or Headmaster forwarded the
completed questionnaires to the Education Director who returned them to me for analysis.
Mailing of the questionnaire consignment to and from Zimbabwe required
dependence on Union church officials such as the Treasurer, Burns Sibanda, while they
were on church business travels in the United States. This process took approximately 2
years of challenging delay between 2002 and 2004. However, this was preferred in order
to ensure delivery and return as opposed to mailing the questionnaire through the postal
system due to uncertainty of mail delivery at the time.
Another survey that was used was the Adventist Teacher Turnover Questionnaire
(Appendix B), which was used to collect and analyze data on teacher turnover in the
schools. This was distributed along with the main questionnaire of this research. It was
designed to be completed by the head of each school that was sampled.
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CHAPTER IV

FINDINGS

Introduction
The purpose of this research study was to identify and analyze factors that were
perceived of importance in influencing teachers’ decisions to continue working in the
Seventh-day Adventist church schools in Zimbabwe and how satisfied they were with
those factors. This study was also directed at determining the pattern of teacher turnover
in the 5-year period 1997-2001.

Population and Sample
This research study was aimed at primary and secondary school teachers in the
Zimbabwe Union Conference of the Seventh-day Adventist Church in Zimbabwe. A
stratified random sample of a representative 32 of 96 schools spread throughout the
church’s three local conferences of the Union was selected with a total of approximately
442 teachers.
Table 6 shows the breakdown of responses from sampled schools on the
Adventist Teacher Satisfaction survey questionnaires that were sent out. Of the 32
schools that were sampled and sent questionnaires, 15 of them responded, representing
46.9%. Responses were fairly evenly distributed throughout the Union’s local
conferences. Teachers who responded to questions were 132 of the 442 sampled, which
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Table 6
Breakdown of Sample Responses by Conference and Schools
________________________________________________________________________
School
Number of
Total
Percentage of
Conference
level
schools
Responses
respondents total responses
Central
Primary
Zimbabwe
schools
2
16

East
Zimbabwe

West
Zimbabwe

Zimbabwe
Union

Secondary
schools

1

15

Primary
schools

3

35

Secondary
Schools

1

8

Primary
schools

5

37

Secondary
Schools

1

1

Central
Zimbabwe
Secondary

1

21

East
Zimbabwe
secondary

1

7

31

22.2

43

30.7

38

27.1

West
Zimbabwe
secondary
0
0
28
20.0
________________________________________________________________________
Total
15
140
100.0
________________________________________________________________________
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was 29.9%. The distribution of teachers was not even. Teachers who responded from the
Central Zimbabwe Conference were 22.2% of the total responses. The East Zimbabwe
Conference had 30.7%, and the West Zimbabwe Conference had 27.1% responding. The
rest of the responses, representing 20%, were from secondary schools directly
administered by the Zimbabwe Union Conference.

Validity and Reliability Measures
Content validity of the survey instrument was established by asking 10 teachers
and staff who had worked in the Zimbabwean Union Conference to judge its
appropriateness. This was designed to determine the content and usefulness of the items
in soliciting teachers’ experiences and perspectives. Recommendations and suggestions
from the 10 identified persons were incorporated in individual factors of the final
Adventist Teacher Satisfaction Questionnaire that was sent to sampled schools. Since the
pilot test was conducted on a limited number of people, it was therefore necessary to
determine the reliability of the instrument on the actual data collected from teachers who
responded to the survey.
Table 7 shows that there are three scales with a low Cronbach’s alpha coefficient
of less than 0.7 (marked with asterisks) (Pallant, 2005, p. 90): ―importanceorganizational structure‖ (0.6284), ―satisfaction-organizational structure‖ (0.5780), and
―satisfaction-place‖ (0.4433). However, the overall alpha for ―importanceorganizational‖ was a high 0.8886, and the overall alpha for ―satisfaction-organizational‖
was also a high 0.8695.
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Table 7
Cronbach‟s Alpha Coefficients
__________________________________________________________________
Description
# of items
Alpha
Importance—Organizational factors
Organizational structure
5
0.6284*
Place
3
0.7354
Material
7
0.8594
Programs
4
0.8153
Professional growth
6
0.8760
Processes
3
0.7755
Organizational climate
16
0.9448
Logistical support
2
0.8634
Constituency support
6
0.8584
Importance—Personal factors
Motivational
People

13
11

0.8580
0.9054

Satisfaction—Organizational factors
Organizational structure
Place
Material
Programs
Professional growth
Processes
Organizational climate
Logistical support
Constituency support

5
3
7
4
6
3
16
2
6

0.5780*
0.4433*
0.8076
0.7428
0.7837
0.6912
0.9088
0.7820
0.8516

Satisfaction—Personal factors
Motivational
People

13
11

0.8603
0.8720

Importance—Total organizational factors

52

0.8886

Importance—Total personal factors

24

0.9263

Satisfaction—Total organizational factors

52

0.8695

Satisfaction—Total personal factors
24
0.9138
__________________________________________________________________
Note. N = 132.
* Cronbach’s alpha coefficient of less than 0.7.
79

Cronbach’s alpha coefficient values for all the other sub-scales of items on
―importance‖ and on ―satisfaction‖ were above 0.7, indicating that the items did measure
the same constructs. Similarly, on a composite level of ―importance-organizational,‖
―importance-personal,‖ ―satisfaction-organizational,‖ and ―satisfaction-personal,‖ they
were all satisfactory above 0.7. This rendered the survey instrument reliable for this
research.
Missing values were replaced by the arithmetic mean on importance and
satisfaction variables. Table 7 presents the Cronbach’s alpha coefficient scores for all
scales in the questionnaire.

Threshold Values on Importance and Satisfaction Factors
The purpose of this study was to analyze perceptions of the level of satisfaction
with factors deemed important to teachers in the Seventh-day Adventist church schools in
Zimbabwe. The survey research instrument used to solicit teachers’ responses was
prepared in two main domains: ―organizational‖ and ―personal.‖ These major domains
consisted of nine organizational factor scales and two personal factor scales, each of them
with different items under it.
In this study, responses on importance factors were scaled from 1 to 5. They
were: 1—Little/no importance, 2—Some importance, 3—Average importance, 4—Much
importance, and 5—Very much importance. The mean on the scale is 3—Average
importance. Scale values 1 to 3 were therefore considered as ―little‖ to ―average‖
importance. Scale values 4 to 5 were considered as ―much‖ to ―very much‖ importance.
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A response of ―3—average importance‖ meant that the teacher did not perceive
that the factor was important enough in influencing a decision to remain in school. That
meant the factor did not contribute heavily enough in the decision. It was therefore
necessary to establish a critical threshold value on which each factor would be considered
important. That could be any value above 3. Since the next value that teachers could
respond to on the questionnaire was ―4—much importance,‖ that meant teachers
perceived that the factor was definitively an important contributing factor in coming to a
decision. The average and mid-point between scale value 3 and scale value 4 on
importance was 3.50. This was the watershed point tipping perception away from just
―average‖ importance decidedly toward ―much‖ importance. In this study, the critical
score mean of 3.50 was therefore established to determine the factor as important to
teachers in the Seventh-day Adventist church schools in Zimbabwe.
Along with determining importance factors, the main purpose of this study was to
analyze perceptions on the level of satisfaction with the factors important to teachers in
the Seventh-day Adventist church schools in Zimbabwe. The same factors on importance
also solicited teachers’ responses on the level of satisfaction on two main domains:
―organizational‖ and ―personal.‖ Responses on satisfaction with factors were scaled from
1 to 5. They were: 1—Very dissatisfied, 2—Dissatisfied, 3—Neutral, 4—Satisfied, and
5—Very satisfied. The mean on the scale is 3—Neutral. Scale values 1 to 3 were
therefore considered ―little satisfied‖ to ―neutral.‖ Scales 4 to 5 were considered
―satisfied‖ to ―very satisfied.‖
Regarding satisfaction, the same procedure as that on importance was followed to
establish the critical threshold value on the level of satisfaction at 3.50. Therefore, the
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mean of 3.50 was used as the cut-off point on both determining factors of importance and
level of satisfaction among Seventh-day Adventist church school teachers in Zimbabwe.

Importance and Satisfaction levels: Organizational Factors
In this section, score means on organizational factors of importance were
calculated to determine those that teachers perceive as important in influencing their
decision to continue working in Seventh-day Adventist church schools in Zimbabwe.
Also, score means on the level of satisfaction with those organizational factors were
calculated to determine the factors that teachers were satisfied with.
Research Question 1: What organizational factors of importance do teachers in
the Seventh-day Adventist church schools in Zimbabwe identify as influencing their
decisions to continue working in those schools, and how satisfied are they with those
organizational factors?
No hypothesis was tested in answering this question. There were seven group
scales of factors under the main domain of organizational factors: ―organizational
structure,‖ ―place,‖ ―material,‖ ―programs,‖ ―processes,‖ ―organizational climate,‖
―logistical support,‖ and ―constituency support.‖ Table 8 presents the score means on
organizational factors of importance and score means on satisfaction with those factors in
all the seven scales.
1. Results were presented by group scales of factors as they appeared in the
research instrument. Based on the established score mean of 3.50, all the 52 individual
organizational factors were considered of importance by teachers in the Seventh-day
Adventist church schools in Zimbabwe. Five factors with the highest score means on
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Table 8
Organizational Sub-Scale Factors Descriptive Statistics
____________________________________________________________________
Importance
Satisfaction
Description
M
SD
M
SD
Organizational structure
Assigned by Church administration
3.87
1.11
3.56
0.95
Assigned by government
3.88
1.06
3.61
0.92
Admin. organization of the school
4.14
0.91
3.69
0.93
Number of students in class
4.21
0.94
3.39* 1.04
School enrollment
4.29
0.96
3.58
0.96
Place
Location of school
Accommodation and housing
Transportation and travel facilities

4.22
4.38
4.43

1.05
0.95
0.99

3.88
3.25*
2.81*

0.96
1.20
1.26

Material
Physical plant and facilities
Library/laboratory resources
Salary/wages
Allowance and benefits
General working conditions
Work time, holidays/vacations
Recreational facilities

4.18
4.24
4.41
4.28
4.48
4.17
3.79

0.90
1.03
1.09
1.13
0.79
0.98
1.26

3.18*
2.52*
2.02*
2.12*
2.90*
3.38*
2.26*

1.03
1.10
1.06
1.07
1.06
1.09
1.25

Programs
Educational curriculum
Religious curriculum/activities
Amount of responsibility I have
Challenge of my work

4.49
4.53
4.23
4.41

0.78
0.77
0.95
0.77

3.54
3.91
3.69
3.69

0.97
0.91
0.84
0.99

Professional growth
Professional prep/preparedness
In-service training/orientation
Academic advancement opportunities
Personal studies sponsorship
Study leave
Professional/teaching resources

4.43
4.17
4.48
4.32
4.24
4.43

0.87
0.96
0.92
1.07
1.03
0.91

3.51
3.05*
3.17*
2.45*
3.01*
2.65*

1.07
1.04
1.15
1.20
1.20
1.23

Processes
Administrative bureaucracy
Accommodating/embracing change
Regard for my opinion in school

3.79
3.96
4.09

1.12
1.02
0.89

3.16*
3.28*
3.42*

1.10
1.00
1.00
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Table 8—Continued.
_____________________________________________________________________
Organizational climate
Job security
Philosophy of the church school
School achievement of mission
School’s continual growth
Discipline in the school
Caliber of students
Academic ability of students
Students’ achievement/success
Communication in the school
Principal/head’s leadership style
Relations with principal/head
Treatment received from admin
Freedom of independent thought/activity
Sense of community in staff/teachers
Evidence of spiritual commitment in school
Visibility of ministerial role in school

4.51
4.38
4.41
4.41
4.45
4.13
4.23
4.51
4.48
4.56
4.45
4.45
4.38
4.26
4.34
4.25

0.85
0.86
0.91
0.88
0.84
1.05
1.04
0.78
0.87
0.76
0.87
0.78
0.78
0.90
0.88
0.86

3.50
3.72
3.44*
3.30*
3.44*
3.32*
3.30*
3.29*
3.31*
3.88
3.99
3.76
3.54
3.54
3.68
3.55

1.09
0.96
0.97
1.10
0.99
1.09
1.01
1.09
1.13
0.94
0.81
0.98
1.05
1.03
1.01
1.01

Logistical support
Means of communication facilities
Technological advancement facilities

4.40
4.28

0.83
0.96

2.98*
2.51*

1.25
1.23

Constituency support
Church leaders’ interest in school
4.24
1.04
3.12* 1.27
Church organization’s support of school
4.23
0.97
2.91* 1.22
Ministry of Education role
4.33
0.84
3.30* 0.98
Economic level of community
4.12
0.99
2.82* 1.01
Parents’ support of school
4.52
0.71
3.17* 1.22
Teachers’ Association representation
4.11
1.06
3.17* 1.02
______________________________________________________________________
Note. N = 132.
*M < 3.50.

importance were identified and listed in order to highlight teachers’ strongest sentiments
on organizational factors. Those were:
1. ―Principal/head’s leadership style‖ (M=4.56)
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2. ―Religious curriculum/activities‖ (M=4.53)
3. ―Parents’ support of school‖ (M=4.52)
4. ―Job security‖ (M=4.51)
5. ―Students’ achievement/success‖ (M=4.51)
Five factors with the lowest score means on importance were also identified to highlight
those that teachers deemed of least importance. They were:
1. ―Accommodating/embracing change‖ (M=3.96)
2. ―Assigned by government‖ (M=3.88)
3. ―Recreational facilities‖ (M=3.88)
4. ―Assigned by Church administration‖ (M=3.87)
5. ―Administrative bureaucracy‖ (M=3.79).
Factors with the highest and the lowest score means on importance were distributed
among the seven sub-scales of the organizational domain.
However, based on the established score mean of 3.50, teachers in the Seventhday Adventist church schools in Zimbabwe were satisfied with only 18 of the 52 factors
in the organizational domain. Five factors with the highest score means on satisfaction
were also identified to highlight those that teachers perceived the most satisfied with.
They were:
1. ―Relations with principal/head‖ (M=3.99)
2. ―Religious curriculum/activities‖ (M=3.91)
3. ―Principal/head’s leadership style‖ (M=3.88)
4. ―Location of school‖ (M=3.88)
5. ―Treatment received from admin‖ (M=3.76).
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Teachers were not satisfied with most, 34 of 52, of the organizational domain
factors (marked with asterisks). Five factors with the lowest score means on satisfaction
were identified, and they were:
1. ―Technological advancement facilities‖ (M=2.51)
2. ―Personal studies sponsorship‖ (M=2.45)
3. ―Recreational facilities‖ (M=2.26)
4. ―Allowance and benefits‖ (M=2.12)
5. ―Salary/wages‖ (M=2.02).
Factors with the highest and the lowest score means on satisfaction were also distributed
among the seven sub-scales of the organizational domain.

Priority Organizational Factors
An analysis to determine organizational factors that were of priority in Seventhday Adventist church schools in Zimbabwe was conducted. This was to establish which
organizational factors of importance teachers were not satisfied with in their teaching
work. Scale values of the organizational factor domain on satisfaction were reversed as
follows: 1—Very satisfied, 2—Satisfied, 3—Neutral, 4—Dissatisfied, and 5—Very
dissatisfied. Then the product on the teachers’ responses on importance of factors and the
reversed responses on satisfaction with the organizational factors was calculated.
Organizational factors were ranked into three levels ranging from 1-25 in order to
determine their priority. First was low priority. Low priority level score means were
established to range from the products of ―little/no importance‖ – 1 and ―very satisfied‖ –
1 (reversed satisfaction scale), 1, to the products of ―average‖ importance – 3 and
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―neutral‖ – 3 (reversed satisfaction scale), 9. These score means were determined to be of
low priority because the score of 3 in a scale of 1-5 was the midpoint. A response score
mean of 3 on importance indicated that teachers did not determine that the factor was of
definite importance to them. A response score greater than 3 indicated that teachers
considered the organizational factor of more importance than simply average. A reversed
response score of 3 on satisfaction indicated that teachers did not feel definitely satisfied
with the factor; they were neutral. A reversed response score mean greater than 3
indicated that teachers experienced greater satisfaction than being neutral. Therefore,
organizational factors with the product score means up to 9 were considered of low
priority.
Second was average priority. Average priority level score means were established
to range from the product of greater than ―average‖ importance – 3 and greater than
―neutral‖ – 3 (reversed satisfaction scale), greater than 9, to the product of ―much
importance‖ – 4 and ―satisfied‖ – 4 (reversed satisfaction scale), 16. A response score
mean greater than 3 on importance indicated that teachers determined that the factor was
of definite importance to them, greater than average importance. A response score mean
of 4 indicated that teachers determined that while the factor was of much importance to
them, that importance was not of the highest degree. And, a reversed response score mean
greater than 3 on satisfaction indicated that teachers felt dissatisfied with the factor rather
than being neutral. A reversed response score mean of 4 indicated that while teachers
experienced dissatisfaction, that dissatisfaction was not of the highest level. Therefore,
organizational factors with the product score means above 9 to16 were considered of
average priority.
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Third was high priority. High priority level score means were established to be
the product of greater than ―much‖ importance – 4 and greater than ―dissatisfied‖ – 4
(reversed satisfaction scale), greater than 16, to the product of ―very much‖ importance –
5, and ―very‖ dissatisfied – 5 (reversed satisfaction scale), 25. A response score mean
greater than 4 on importance indicated that teachers determined that the factor was of
higher importance to them than much importance. And, a reversed response score mean
greater than 4 on satisfaction indicated that teachers experienced a higher level of
dissatisfaction with organizational factors. Therefore organizational factors with the
product score means greater than 16 to 25 were considered of high priority.
Table 9 presents factors in the seven organizational domain sub-scales on priority.
There were 2 of the 52 (marked with asterisks) factors that were of high priority:
1. ―Salary/wages‖ (M=17.51)
2. ―Allowance and benefits‖ (M=16.47).
Most, 49 of 52, of the organizational factors were of average priority. Among
those that were of average priority, five of them are listed because their score means were
close to those of high priority:
1. ―Personal studies sponsorship‖ (M=15.14)
2. ―Technological advancement facilities‖ (M=14.80)
3. ―Professional/teaching resources‖ (M=14.69)
4. ―Library/laboratory resources‖ (M=14.55)
5. ―Transportation and travel facilities‖ (M=14.21).
There was only 1 of the 52 organizational factors that was of low priority:
―Relations with principal/head‖ (M=9.00).
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Table 9
Organizational Sub-Scale Factors Priority Descriptive Statistics
______________________________________________________________
Description
M
SD
Organizational structure
Assigned by government
9.32
4.31
Assigned by Church administration
9.34
4.54
Admin. organization of the school
9.70
4.48
School enrollment
10.57
4.87
Number of students in class
11.06
5.08
Place
Location of school
Accommodation and housing
Transportation and travel facilities

9.06
12.23
14.21

4.78
6.48
6.79

Material
Work time, holidays/vacations
Physical plant and facilities
Recreational facilities
General working conditions
Library/laboratory resources
Allowance and benefits
Salary/wages

11.01
11.85
12.81
13.86
14.55
16.47*
17.51*

5.68
4.88
7.13
5.64
6.48
7.11
6.97

Programs
Religious curriculum/activities
Amount of responsibility I have
Challenge of my work
Educational curriculum

9.55
9.82
10.13
11.00

4.24
4.28
4.51
4.61

Professional growth
Professional prep/preparedness
In-service training/orientation
Study leave
Academic advancement opportunities
Professional/teaching resources
Personal studies sponsorship

11.01
12.22
12.40
12.53
14.69
15.14

5.14
5.44
6.06
5.79
6.47
6.90

Processes
Administrative bureaucracy
Regard for my opinion in school
Accommodating/embracing change

10.52
10.59
10.63

5.12
4.69
4.80

89

Table 9—Continued.
______________________________________________________________
Organizational climate
Relations with principal/head
9.00
3.99
Principal/head’s leadership style
9.69
4.73
Treatment received from admin
10.00
4.40
Evidence of spiritual commitment in school
10.08
4.78
Philosophy of the church school
10.29
4.71
Sense of community in staff/teachers
10.45
4.98
Visibility of ministerial role in school
10.47
4.91
Freedom of independent thought/activity
10.88
5.02
Caliber of students
10.95
5.02
Job security
11.26
5.31
School achievement of mission
11.38
4.83
Academic ability of students
11.41
5.17
Discipline in the school
11.43
4.85
School’s continual growth
11.76
5.20
Communication in the school
11.94
5.34
Students’ achievement/success
12.36
5.51
Logistical support
Means of communication facilities
Technological advancement facilities

13.29
14.80

6.53
6.94

Constituency support
Teachers’ Association representation
11.42
4.96
Ministry of Education role
11.79
4.93
Church leaders’ interest in school
11.88
6.04
Parents’ support of school
12.79
5.98
Church organization’s support of school
12.96
6.41
Economic level of community
13.03
5.61
______________________________________________________________
Note. N = 132.
*M >16.00.

The other four organizational factors that were actually of average priority but
with the lowest score means close to low priority were:
1. ―Location of school‖ (M=9.06)
2. ―Assigned by government‖ (M=9.32)
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3. ―Assigned by Church administration‖ (M=9.34)
4. ―Religious curriculum/activities‖ (M=9.55).

Importance and Satisfaction levels: Personal Factors
In this section, score means on personal factors of importance were calculated to
determine those that teachers perceived as important in influencing their decision to
continue working in Seventh-day Adventist church schools in Zimbabwe. Also, score
means on the level of satisfaction with those personal factors were calculated to
determine the factors that teachers were satisfied with. The score means on importance
and satisfaction were then compared for each personal factor.
Research Question 2: What personal factors of importance do teachers in the
Seventh-day Adventist church schools in Zimbabwe identify as influencing their
decisions to continue working in those schools, and how satisfied are they with those
personal factors?
No hypothesis was tested in answering this question. There were two main group
scales of factors under the personal factors domain: ―motivational‖ and ―people.‖ Table
10 presents the score means on personal factors of importance and score means on
satisfaction with those factors in both scales.
Results were presented by sub-scales of factors as they appear in the research
instrument. Based on the established score mean of 3.50, all of the 24 factors were
considered of importance by teachers in the Seventh-day Adventist church schools in
Zimbabwe. Five personal factors with the highest score means on importance were
identified to highlight teachers’ strong sentiments. They were:
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Table 10
Personal Sub-Scale Factors Descriptive Statistics
________________________________________________________________________
Importance
Satisfaction
Description
M
SD
M
SD
Motivational
Work in a school close to my home
4.05
1.22
3.41* 1.21
Commitment to Adventist education
4.18
1.04
3.84
0.86
Personal growth and development exp.
4.35
0.76
3.76
0.94
Comfort in an Adventist school setting
4.37
0.96
3.65
1.13
View of teaching as Christian ministry
4.37
0.79
3.99
0.81
Professional stimulation in my work
4.38
0.75
3.46* 1.04
Opportunity to share/teach spiritual values
4.38
0.81
3.92
0.88
My contribution in school affairs
4.39
0.79
3.71
0.93
My attitude toward change
4.43
0.77
3.73
0.86
My self-esteem as a teacher
4.45
0.80
3.73
1.02
Satisfaction with my work
4.51
0.75
3.70
0.95
My professional competence
4.54
0.74
3.76
0.99
God’s calling for my life
4.69
0.66
4.28
0.79
People
Fellow teachers’ influence on me
3.66
1.08
3.56
0.72
Relations with other schools
4.12
0.94
3.61
0.97
Relations with the local church pastor
4.18
0.97
3.73
1.02
Working with young people
4.22
0.98
4.07
0.73
Relations with/in school community
4.26
0.77
3.63
0.87
Attitude toward other staff/teachers
4.32
0.93
3.97
0.80
Working with other dedicated people
4.48
0.79
4.05
0.82
Relations with the rest of staff/teachers
4.51
0.75
3.97
0.80
Teamwork in the school
4.51
0.73
3.69
0.99
My family circumstances/situation
4.53
0.68
3.78
0.96
Relations with my students
4.56
0.76
4.15
0.84
__________________________________________________________________________
N = 132.
*M < 3.50.
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1. ―God’s calling for my life‖ (M=4.69)
2. ―Relations with my students‖ (M=4.56)
3.

―My professional competence‖ (M=4.54)

4. ―My family circumstances/situation‖ (M=4.53)
5. ―Relations with the rest of staff/teachers and teamwork in the school‖
(M=4.51).
Five personal factors with the lowest score means on importance were also
identified to highlight those that teachers deemed of least importance. They were:
1. ―Fellow teachers’ influence on me‖ (M=3.66)
2. ―Work in a school close to my home‖ (M=4.05)
3. ―Relations with other schools‖ (M=4.12)
4. ―Commitment to Adventist education‖ (M=4.18)
5. ―Relations with the local church pastor‖ (M=4.18).
Factors with the highest and the lowest score means on importance were
distributed among the two sub-scales of the personal domain.
Based on the established score mean of 3.50, teachers in the Seventh-day
Adventist church schools in Zimbabwe were satisfied with most, 22 of 24, of the personal
factors. They were not satisfied with two personal factors (marked with asterisks):
1. ―Work in a school close to my home‖ (M=3.41)
2. ―Professional stimulation in my work‖ (M=3.46).
Five personal factors with the highest score means on satisfaction were identified
to highlight those that teachers were most satisfied with:
1. ―God’s calling for my life‖ (M=4.28)
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2. ―Relations with my students‖ (M=4.15)
3. ―Working with young people‖ (M=4.07)
4. ―Working with other dedicated people‖ (M=4.05)
5. ―View of teaching as Christian ministry‖ (M=3.99).
The two factors which teachers were dissatisfied with were:
1. ―Work in a school close to my home‖ (M=3.41)
2. ―Professional stimulation in my work‖ (M=3.46).
Factors with the highest and the lowest score means on satisfaction were also
distributed among the two sub-scales of the personal domain.

Priority Personal Factors
An analysis to determine personal factors that were of priority in Seventh-day
Adventist schools in Zimbabwe was conducted. This was to establish which personal
factors were of importance that teachers were not satisfied with in their teaching work.
The procedure that was used in prioritizing organizational factors was applied in
calculating and ranking personal factors into three levels ranging from 1 to 25. First was
low priority with score means 1 to 9. Second was average priority with score means
above 9 to 16. And, third was high priority with score means above 16 to 25.
Table 11 presents factors in the two personal domain sub-scales on priority.
There were none of the 24 personal factors that were of high priority. Most of the
personal factors, 22 of 24, were of average priority. Among those that were of average
priority, there were 6 personal factors with the highest score means identified and
highlighted from teachers’ perceptions. Those were:
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1. ―Professional stimulation in my work‖ (M=11.59)
2. ―Satisfaction with my work‖ (M=11.08)
3. ―Teamwork in the school‖ (M=10.92)
4. ―My family circumstances/situation‖ (M=10.88)
5. ―Work in a school close to my home‖ (M=10.81)
6. ―My professional competence‖ (M=10.81).
There were 2 of the 24 personal factors that were of low priority. Those were:
1. ―Working with young people‖ (M=8.72)
2. ―Fellow teachers’ influence on me‖ (M=8.95).
Among the personal factors that were of average priority, the 5 with the lowest
score means were:
1. ―Relations with my students‖ (M=9.04)
2. ―View of teaching as Christian ministry‖ (M=9.09)
3. ―God’s calling for my life‖ (M=9.10)
4. ―Opportunity to share/teach spiritual values‖ (M=9.29)
5. ―Commitment to Adventist education‖ (M=9.31).
Among all 76 organizational and personal factors of importance, ―God’s calling
for my life‖ (M=4.69), under motivational factors in the personal domain, had the highest
score mean on teachers’ perceptions. Also among all the 76 organizational and personal
factors, ―God’s calling for my life‖ (M=4.28) had the highest score mean on the level of
satisfaction experienced by school teachers in the Seventh-day Adventist Church in
Zimbabwe. Teachers were most satisfied with the factor that was of most importance in
influencing them to continue working in the church schools.
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Table 11
Personal Sub-Scale Factors Priority Descriptive Statistics
______________________________________________________________
Description
M
SD
Motivational
View of teaching as Christian ministry
9.09
3.95
God’s calling for my life
9.10
5.06
Opportunity to share/teach spiritual values
9.29
3.99
Commitment to Adventist education
9.31
4.20
Personal growth and development exp.
10.00
4.56
My attitude toward change
10.45
4.06
My contribution in school affairs
10.58
4.56
Comfort in an Adventist school setting
10.61
5.51
My self-esteem as a teacher
10.73
5.31
My professional competence
10.81
5.18
Work in a school close to my home
10.81
6.26
Satisfaction with my work
11.08
5.15
Professional stimulation in my work
11.59
5.34
People
Working with young people
8.72
4.14
Fellow teachers’ influence on me
8.95
3.34
Relations with my students
9.04
4.48
Attitude toward other staff/teachers
9.36
4.57
Working with other dedicated people
9.54
4.72
Relations with the rest of staff/teachers
9.69
4.25
Relations with other schools
10.01
4.33
Relations with the local church pastor
10.02
5.23
Relations with/in school community
10.53
4.23
My family circumstances/situation
10.88
5.38
Teamwork in the school
10.92
5.01
_______________________________________________________________
Note. N = 132.
*M > 15.00.
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Satisfaction With Organizational and Personal Factors
Research Question 3
What differences are there in the Seventh-day Adventist church school teachers’
level of satisfaction with organizational factors based on various demographics?

Null Hypothesis 1
There is no difference in the teachers’ level of satisfaction with organizational
factors based on school level. The null hypothesis was retained (F1, 118=1.42, p=.24).
Table 12 presents the ANOVA results on level of satisfaction with organizational factors
based on the level of the school. Teachers in (a) primary schools (M=3.21) and those in
(b) secondary schools (M=3.33) experienced the same level of satisfaction with
organizational factors. Both groups were dissatisfied (Table 13).

Table 12
Analysis of Variance for Organizational Factors: School Level
________________________________________________________________________
Source
SS
df
MS
F
Sig.
________________________________________________________________________
Between groups
0.458
1
0.458
1.422
.236
Within groups

38.033

118

0.322

Total
38.491
119
________________________________________________________________________
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Table 13
Means and Standard Deviations of Organizational Factors: School Level
__________________________________________________________
School level
N
M
SD
__________________________________________________________
Primary
64
3.21
0.52
Secondary

56

3.33

0.62

__________________________________________________________

Null Hypothesis 2
There is no difference in the teachers’ level of satisfaction with organizational
factors based on school situation. The null hypothesis was rejected (F1, 118=14.66,
p=.00). Table 14 presents the ANOVA results on level of satisfaction with organizational
factors based on where the school is situated. Teachers in (a) rural schools (M=3.19)
were dissatisfied while those in (b) urban schools (M=3.74) were satisfied with
organizational factors (Table 15).

Table 14
Analysis of Variance for Organizational Factors: School Situation
________________________________________________________________________
Source
SS
df
MS
F
Sig.
________________________________________________________________________
Between groups
4.212
1
4.212
14.656
.000
Within groups

33.911

118

0.287

Total
38.123
119
________________________________________________________________________
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Table 15
Means and Standard Deviations of Organizational Factors: School Situation
__________________________________________________________
School level
N
M
SD
__________________________________________________________
Rural
104
3.19
0.53
Urban

16

3.74

0.55

__________________________________________________________

Null Hypothesis 3
There is no difference in the teachers’ level of satisfaction with organizational
factors based on gender. The null hypothesis was retained (F1, 121=0.360, p=0.549).
Table 16 presents the ANOVA results on level of satisfaction with organizational factors
based on teachers’ gender. Both (a) female (M=3.22) and (b) male (M=3.28) school
teachers experienced the same level of dissatisfaction with organizational factors (Table
17).

Table 16
Analysis of Variance for Organizational Factors: Gender
________________________________________________________________________
Source
SS
df
MS
F
Sig.
________________________________________________________________________
Between groups
0.115
1
0.115
0.360
.549
Within groups

38.787

121

0.321

Total
38.902
122
________________________________________________________________________

99

Table 17
Means and Standard Deviations of Organizational Factors: Gender
__________________________________________________________
Gender
N
M
SD
__________________________________________________________
Female
61
3.22
0.58
Male
62
3.28
0.55
__________________________________________________________

Null Hypothesis 4
There is no difference in the level of satisfaction with organizational factors based
on age range of teachers. The null hypothesis was retained (F3, 120=0.664, p=0.58). Table
18 presents the ANOVA results on level of satisfaction with organizational factors based
on age range of teachers. Teachers of various age groups experienced the same level of
dissatisfaction with organizational factors: (a) ―under 25‖ (M=3.36), (b) ―25-34‖
(M=3.19), (c) ―35-44‖ (M=3.31), and (d) ―45+‖ (M=3.20) (Table 19).

Table 18
Analysis of Variance for Organizational Factors: Age Range
________________________________________________________________________
Source
SS
df
MS
F
Sig.
________________________________________________________________________
Between groups
0.635
3
0.212
0.664
.576
Within groups

38.225

120

0.319

Total
38.860
123
________________________________________________________________________
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Table 19
Means and Standard Deviations of Organizational Factors: Age Range
__________________________________________________________
Age Range
N
M
SD
__________________________________________________________
Under 25
22
3.36
0.55
25 – 34

48

3.19

0.59

35 – 44

38

3.31

0.54

45 +

16

3.20

0.55

__________________________________________________________

Null Hypothesis 5
There is no difference in the level of satisfaction with organizational factors based
on teachers’ educational preparation. The null hypothesis was retained (F2, 121=2.08,
p=.13). Table 20 presents the ANOVA results on level of satisfaction with organizational
factors based on the educational preparation of teachers. Teachers experienced similar
levels of satisfaction with organizational factors regardless of the varied educational
preparation (Table 21).

Table 20
Analysis of Variance for Organizational Factors: Educational Preparation
________________________________________________________________________
Source
SS
df
MS
F
Sig.
Between groups
1.290
2
0.645
2.077
.130
Within groups

37.588

121

Total

38.878

123

101

0.311

Table 21
Means and Standard Deviations of Organizational Factors: Educational
Preparation
__________________________________________________________
Educational Preparation
N
M
SD
__________________________________________________________
Below Teacher Training
22
3.32
0.58
B.A. or Teacher Training
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3.21

0.55

Master’s or equivalent
6
3.67
0.62
__________________________________________________________

Null Hypothesis 6
There is no difference in the level of satisfaction with organizational factors based
on years as a SDA. The null hypothesis was rejected (F5, 115=2.32, p=.05). Table 22
presents the ANOVA results on level of satisfaction with organizational factors based on
years that teachers have been a Seventh-day Adventist. Teachers experienced
significantly different levels of satisfaction with organizational factors depending on the
years that they have been a Seventh-day Adventist: (a) ―not an Adventist‖ (M=3.40), (b)
―under 5 years‖ (M=3.19), (c) ―5-10 years‖ (M=2.96), (d) ―11-15 years‖ (M=3.53), (e)
―16-20 years‖ (M=2.99), and (f) ―21+ years‖ (M=3.26) (Table 23).
Based on a post-hoc test (Tukey), teachers who have been an SDA for 5-10 years
(M=2.96) experienced a lower level of satisfaction with organizational factors than those
who have been an SDA for 11-15 years (M=3.53), who were actually satisfied. However,
there was no observed linear trend in the level of satisfaction with organizational factors
for teachers who have been a Seventh-day Adventist for more years.
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Table 22
Analysis of Variance for Organizational Factors: Years as SDA
________________________________________________________________________
Source
SS
df
MS
F
Sig.
________________________________________________________________________
Between groups
3.498
5
0.700
2.319
.048
Within groups

34.695

115

0.302

Total
38.193
120
________________________________________________________________________

Table 23
Means and Standard Deviations of Organizational Factors: Years as SDA
__________________________________________________________
Years as SDA
N
M
SD
__________________________________________________________
Not an Adventist
33
3.40
0.49
Under 5 years

7

3.19

0.61

5 – 10 years

15

2.96

0.62

11 – 15 years

12

3.53

0.52

16 – 20 years

8

2.99

0.57

21 + years
46
3.26
0.56
__________________________________________________________

Null Hypothesis 7
There is no difference in the level of satisfaction with organizational factors based
on teachers’ years in SDA schools. The null hypothesis was retained (F4, 119=1.22,
p=.31). Table 24 presents the ANOVA results on level of satisfaction with organizational
factors based on the number of years teachers have worked in Seventh-day Adventist
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schools. Teachers experienced the same level of satisfaction with organizational factors
regardless of years that they have worked in Seventh-day Adventist church schools: (a)
―under 5 years‖ (M=3.33), (b) ―5-10 years‖ (M=3.30), (c) ―5-11 years‖ (M=3.11), (d) ―1620 years‖ (M=2.90), and (e) ―21+ years‖ (M=3.22). They were all dissatisfied (Table 25).

Table 24
Analysis of Variance for Organizational Factors: Years in SDA Schools
________________________________________________________________________
Source
SS
df
MS
F
Sig.
________________________________________________________________________
Between groups
1.533
4
0.383
1.222
.305
Within groups

37.326

119

0.314

Total
38.860
123
________________________________________________________________________

Table 25
Means and Standard Deviations of Organizational Factors: Years
in SDA Schools
__________________________________________________________
Years in SDA schools
N
M
SD
__________________________________________________________
Under 5 years
57
3.33
0.61
5-10 years

34

3.30

0.53

11-15 years

18

3.11

0.47

16-20 years

6

2.90

0.33

21+ years
9
3.22
0.62
__________________________________________________________
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Null Hypothesis 8
There is no difference in the level of satisfaction with organizational factors based
on other major responsibilities that teachers have. The null hypothesis was retained (F3,
118=1.33,

p=.27). Table 26 presents the ANOVA results on level of satisfaction with

organizational factors based on other major responsibilities teachers have. Teachers
experienced the same level of satisfaction with organizational factors whether they have

Table 26
Analysis of Variance for Organizational Factors: Other Major Responsibility
________________________________________________________________________
Source
SS
df
MS
F
Sig.
________________________________________________________________________
Between groups
1.243
3
0.414
1.330
.268
Within groups

36.760

118

0.312

Total
38.004
121
________________________________________________________________________

Table 27
Means and Standard Deviations of Organizational Factors: Other Major
Responsibility
__________________________________________________________
Other Major Responsibility N
M
SD
__________________________________________________________
Admin/Head/Deputy
15
3.12
0.44
Dept. Head

18

3.08

0.44

Extra-curricula activity

70

3.31

0.61

None

19

3.35

0.51

__________________________________________________________
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other major responsibilities or not: (a) ―Administrator/Head/Deputy‖ (M=3.12), (b)
―Department Head‖ (M=3.08), (c) ―extracurricula activity‖ (M=3.31), and (d) ―none‖
(M=3.35). They were all dissatisfied (Table 27).

Research Question 4
What differences are there in the Seventh-day Adventist church school teachers’
level of satisfaction with personal factors based on various demographics?

Null Hypothesis 9
There is no difference in the teachers’ level of satisfaction with personal factors
based on school level. The null hypothesis was retained (F1, 118=0.39, p=.53). Table 28
presents the ANOVA results on level of satisfaction with personal factors based on the
level of the school. Teachers in (a) ―primary schools‖ (M=3.77, SD=0.55) and those in
(b) ―secondary schools‖ (M=3.84, SD=0.56) experienced the same level of satisfaction
with personal factors (Table 29). Both primary and secondary school teachers were
satisfied with personal factors.

Table 28
Analysis of Variance for Personal Factors: School Level
________________________________________________________________________
Source
SS
df
MS
F
Sig.
________________________________________________________________________
Between groups
0.121
1
0.121
0.394
.531
Within groups

36.395

118

Total

36.516

119

106

0.308

Table 29
Means and Standard Deviations of Personal Factors: School Level
__________________________________________________________
School Level
N
M
SD
__________________________________________________________
Primary
64
3.77
0.55
Secondary

56

3.84

0.56

__________________________________________________________

Null Hypothesis 10
There is no difference in the teachers’ level of satisfaction with personal factors
based on school situation. The null hypothesis was rejected (F1, 118=4.393, p=.04). Table
30 presents the ANOVA results on level of satisfaction with personal factors based on
where the school is situated. There was a significant difference in the level of satisfaction
with personal factors between teachers in (a) ―rural‖ (M=3.77) schools and those in (b)
―urban‖ (M=4.07) schools (Table 31). Teachers in urban schools were more satisfied than
those in rural schools. However, both rural and urban school teachers were satisfied with
personal factors.

Table 30
Analysis of Variance for Personal Factors: School Situation
________________________________________________________________________
Source
SS
df
MS
F
Sig.
________________________________________________________________________
Between groups
1.307
1
1.307
4.393
.038
Within groups

35.116

118

0.298

Total
36.423
119
________________________________________________________________________
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Table 31
Means and Standard Deviations of Personal Factors: School Situation
__________________________________________________________
School Level
N
M
SD
__________________________________________________________
Rural
104
3.77
0.55
Urban
16
4.07
0.53
__________________________________________________________

Null Hypothesis 11
There is no difference in the teachers’ level of satisfaction with personal factors
based on gender. The null hypothesis was retained (F1, 121=0.005, p=.941). Table 32
presents the ANOVA results on level of satisfaction with personal factors based on
teachers’ gender. Both (a) ―female‖ (M=3.80) and (b) ―male‖ (M=3.79) school teachers
experienced the same level of satisfaction with personal factors (Table 33). Both female
and male teachers were satisfied with personal factors.

Table 32
Analysis of Variance for Personal Factors: Gender
________________________________________________________________________
Source
SS
df
MS
F
Sig.
________________________________________________________________________
Between groups
1.626
1
1.626
0.005
.941
Within groups

36.114

121

0.298

Total
36.115
122
________________________________________________________________________
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Table 33
Means and Standard Deviations of Personal Factors: Gender
__________________________________________________________
Gender
N
M
SD
__________________________________________________________
Female
61
3.80
0.55
Male
62
3.79
0.54
__________________________________________________________

Null Hypothesis 12
There is no difference in the level of satisfaction with personal factors based on
age range of teachers. The null hypothesis was retained (F3, 120=0.710, p=.55). Table 34
presents the ANOVA results on level of satisfaction with personal factors based on the
age range of teachers. Teachers of various age groups experienced the same level of
satisfaction with personal factors: (a) ―under 25‖ (M=3.70), (b) ―25-34‖ (M=3.77), (c)
―35-44‖ (M=3.88), and (d) ―45+‖ (M=3.89) (Table 35). All age groups of teachers were
satisfied with personal factors.

Table 34
Analysis of Variance for Personal Factors: Age Range
________________________________________________________________________
Source
SS
df
MS
F
Sig.
________________________________________________________________________
Between groups
0.641
3
0.214
0.710
.548
Within groups

36.111

120

0.301

Total
36.752
123
________________________________________________________________________
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Table 35
Means and Standard Deviations of Personal Factors: Age Range
__________________________________________________________
Age Range
N
M
SD
__________________________________________________________
Under 25
22
3.70
0.67
25 – 34

48

3.77

0.61

35 – 44

38

3.88

0.38

45 +
16
3.89
0.52
__________________________________________________________

Null Hypothesis 13
There is no difference in the level of satisfaction with personal factors based on
teachers’ educational preparation. The null hypothesis was retained (F2, 121=0.138,
p=.87). Table 36 presents the ANOVA results on level of satisfaction with personal
factors based on the educational preparation of teachers. Teachers with different
educational qualifications experienced the same level of satisfaction with personal
factors: (a) ―below Teacher Training‖ (M=3.76), (b) ―B.A. or Teacher Training‖

Table 36
Analysis of Variance for Personal Factors: Educational Preparation
________________________________________________________________________
Source
SS
df
MS
F
Sig.
________________________________________________________________________
Between groups
8.336
2
4.168
0.138
.871
Within groups

36.616

121

0.303

Total
36.699
123
________________________________________________________________________
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Table 37
Means and Standard Deviations of Personal Factors: Educational
Preparation
__________________________________________________________
Educational Preparation
N
M
SD
__________________________________________________________
Below Teacher Training
22
3.76
0.70
B.A. or Teacher Training

96

3.80

0.52

Master’s or equivalent
6
3.88
0.23
__________________________________________________________

(M=3.80), and (c) ―Master’s or equivalent‖ (M=3.88) (Table 37). All the educational
levels of teachers were satisfied with personal factors.

Null Hypothesis 14
There is no difference in the level of satisfaction with personal factors based on
years as an SDA. The null hypothesis was retained (F5, 115=1.888, p=.10). Table 38
presents the ANOVA results on level of satisfaction with personal factors based on years
that teachers have been a Seventh-day Adventist. Teachers experienced the same level of
satisfaction with personal factors regardless of years that they have been a Seventh-day
Adventist: (a) ―not an Adventist‖ (M=3.80), (b) ―under 5 years‖ (M=3.58), (c) ―5-10
years‖ (M=3.53), (d) ―11-15 years‖ (M=4.07), (e) ―16-20 years‖ (M=3.96), and (f) ―21+
years‖ (M=3.87) (Table 39). All the teachers were satisfied with personal factors
regardless of the years that they have been Adventists.
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Table 38
Analysis of Variance for Personal Factors: Years as SDA
________________________________________________________________________
Source
SS
df
MS
F
Sig.
________________________________________________________________________
Between groups
2.723
5
0.545
1.888
.102
Within groups

33.175

115

0.288

Total
35.898
120
________________________________________________________________________

Table 39
Means and Standard Deviations of Personal Factors: Years as SDA
__________________________________________________________
Years as SDA
N
M
SD
__________________________________________________________
Not an Adventist
33
3.80
0.59
Under 5 years

7

3.58

0.73

5-10 years

15

3.53

0.53

11-15 years

12

4.07

0.52

16-20 years

8

3.96

0.36

21+ years
46
3.87
0.49
__________________________________________________________

Null Hypothesis 15
There is no difference in the level of satisfaction with personal factors based on
teachers’ years in SDA schools. The null hypothesis was retained (F4, 119=0.427, p=.79).
Table 40 presents the ANOVA results on level of satisfaction with personal factors based
on the number of years that teachers have worked in Seventh-day Adventist schools.
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Teachers experienced the same level of satisfaction with personal factors regardless of the
years that they have worked in Seventh-day Adventist church schools: (a) ―under 5 years‖
(M=3.75), (b) ―5-10 years‖ (M=3.85), (c) ―5-11 years‖ (M=3.82), (d) ―16-20 years‖
(M=3.84), and (e) ―21+ years‖ (M=3.97) (Table 41). All the teachers were satisfied with
personal factors regardless of the numbers of years that they have worked in SDA
schools.

Table 40
Analysis of Variance for Personal Factors: Years in SDA Schools
________________________________________________________________________
Source
SS
df
MS
F
Sig.
________________________________________________________________________
Between groups
0.521
4
0.130
0.427
.789
Within groups

36.232

119

0.304

Total
36.752
123
________________________________________________________________________

Table 41
Means and Standard Deviations of Personal Factors: Years
in SDA Schools
__________________________________________________________
Years in SDA schools
N
M
SD
__________________________________________________________
Under 5 years
57
3.75
0.61
5-10 years

34

3.85

0.53

11-15 years

18

3.82

0.34

16-20 years

6

3.84

0.33

21+ years
9
3.97
0.65
__________________________________________________________

113

Null Hypothesis 16
There is no difference in the level of satisfaction with personal factors based on
other major responsibilities that teachers have. The null hypothesis was retained (F3,
118=1.840,

p=.14). Table 42 presents the ANOVA results on level of satisfaction with

personal factors based on other major responsibilities that teachers have. Teachers
experienced the same level of satisfaction with personal factors whether they have other

Table 42
Analysis of Variance for Personal Factors: Other Major Responsibility
________________________________________________________________________
Source
SS
df
MS
F
Sig.
________________________________________________________________________
Between groups
1.550
3
0.517
1.840
.144
Within groups
33.139
118
0.281
Total
34.689
121
________________________________________________________________________

major responsibilities or not: (a) ―Administrator/Head/Deputy‖ (M=4.05), (b)
―Department Head‖ (M=3.82), (c) ―extracurricula activity‖ (M=3.80), and (d) ―none‖
(M=3.62) (Table 43). All the teachers were satisfied with personal factors whether they
have other major responsibilities or not.
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Table 43
Means and Standard Deviations of Personal Factors: Other Major
Responsibility
__________________________________________________________
Other Major Responsibility N
M
SD
__________________________________________________________
Admin/Head/Deputy
15
4.05
0.31
Dept Head

18

3.82

0.42

Extra-curricular activity

70

3.80

0.57

None
19
3.62
0.59
__________________________________________________________

Teacher Turnover
A secondary focus of this research study was to investigate turnover among
Seventh-day Adventist church school teachers in Zimbabwe.

Research Question 5
What pattern of teacher turnover is evident over the 5-year period 1997-2001 in
the Seventh-day Adventist church schools in Zimbabwe?
The Adventist Teacher Turnover Questionnaire was sent to the Principal/
Headmaster of each of the sampled schools to be completed. Of the 32 schools that were
sampled, 11 of them returned the questionnaire, which makes up 34.4% of the sampled
schools. Responses from all 11 school heads were combined in Table 43 and analyzed
together rather than each school separately.
The number of teachers lost per year ranged from 23 to 35 during 1997 to 2001.
The highest loss was in 2001. Of the 35 teachers (23.18%) lost in that year, 33 (21.85%)
of them transferred to other schools, left for further education/training and other
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employment opportunities, or were terminated, and the other 2 (1.32%) were deceased.
The average turnover rate through the 5 years (1997-2001) was 17.83%. This turnover
was below 25%, which is considered low turnover (Langdon, 1996). Table 44 presents
responses from the 11 Adventist Teacher Turnover Questionnaires returned.

Table 44
Teacher Turnover
________________________________________________________________________
Year
2001
2000
1999
1998
1997
Total number of teachers
in the school
151
152
148
156
139
Number who transferred
to other schools

Number who left for further
education/training

Number who left for other
employment careers

Number who terminated

Total transferred, left, and
terminated

Deceased teachers

17
(11.26%)

13
(8.55%)

13
(8.78%)

9
16
(5.77%) (11.51%)

6
(3.97%)

7
(4.61%)

3
(2.03%)

11
(7.05%)

2
(1.43%)

2
(1.32%)

1
(0.66%)

2
(1.35%)

0
(0.00%)

0
(0.00%)

8
(5.30%)

4
(2.63%)

5
(3.38%)

6
(3.85%)

8
(5.76%)

33
(21.85%)

25
(16.45%)

23
(15.54%)

2
(1.32%)

1
(0.66%)

0
(0.00%)

Total transferred/left/
terminated/deceased

26
26
(16.67%) (18.71%)
2
(1.28%)

1
(0.72%)

35
26
23
28
27
(23.18%) (17.11%) (15.54%) (17.95%) (19.42%)
________________________________________________________________________
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Teacher turnover held somewhat steady during the years 1997-2000. However,
there was increase in the number of teachers who left in the year 2001.
It is evident that teacher turnover in Seventh-day Adventist church schools in
Zimbabwe was low during the 5-year period 1997-2001. Since only a few schools
responded to the turnover questionnaire, there may have been more teachers who actually
left from all the schools than was represented in the responses.
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CHAPTER V

SUMMARY, DISCUSSION, CONCLUSIONS,
AND RECOMMENDATIONS

Summary
Introduction
The main purpose of this study was to analyze perceptions of the level of
satisfaction with factors deemed important to teachers in the Seventh-day Adventist
church schools in Zimbabwe. In doing so, the study made comparisons between the
importance of and the level of satisfaction with these factors. Secondarily, the study
sought to investigate the relationship between teacher satisfaction and teacher turnover.
A number of research questions and related hypotheses bring out the focus of the study.
Four research questions and 16 hypotheses were tested to identify factors that
were of importance to teachers and the level of satisfaction with those factors. The
pattern of teacher turnover during the 5-year period 1997-2001 was analyzed through
descriptive statistics.
This chapter contains a summary of the findings presented in chapter 4. A
discussion of the findings, conclusions, and recommendations to church school leaders
and administrators are presented based on the findings.
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Literature Overview
According to Harkins’s (1998) belief that employees are simply driven out by
dissatisfaction, it is important for the Church to continuously analyze and evaluate
teachers’ level of satisfaction in the schools. This study sought to survey teachers’ level
of satisfaction in the Seventh-day Adventist church schools in Zimbabwe.
Rhodes et al. (2004) determined that falling morale, among other inter-dependent
factors, influences teachers’ decisions as to whether they are satisfied enough to stay in
the profession, particularly in the initial 5 years. Church leaders cannot escape the
obligation of creating school conditions and an atmosphere that promote satisfaction and
increase teachers’ desire to continue working in the schools. The leadership style of the
Principal or Headmaster is important in creating a culture of satisfaction in the schools.
Bogler (2001) further projected that Principals’ leadership styles should be
transformational in order to bring about teacher satisfaction in schools.
Employee turnover is not only associated with dissatisfaction, but it is also
disruptive and expensive to an organization, according to Sunoo’s (1998) study. Rhodes
et al. (2004) also concur that organizations invest heavily in training of teachers, yet
teachers continue to leave the profession for other opportunities. This turnover consumes
much needed institutional financial resources associated with replacing teachers
(Schneider, 2003). Therefore, it is equally important for the Seventh-day Adventist
Church in Zimbabwe to consider teacher turnover as it relates to teachers’ level of
satisfaction.
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Schneider (2003) determined that there was a link between teacher satisfaction
and the condition of facilities, from adequacy of buildings to lighting, which affect how
well students perform and ultimately teachers’ attitudes. In the church schools in
Zimbabwe, facilities are not only inadequate but insufficient and of poor condition, thus
exerting more strain on teachers than in places such as Chicago or Washington, DC,
where the study on the link was conducted (Schneider, 2003).
Teaching is the most important profession in any nation, Bishay (1996) argues.
But it is very disturbing that teachers in many of the schools are not satisfied with such
work of great importance. It is interesting to note that remuneration and benefits continue
to fail in motivating teachers to high levels of satisfaction. Instead, it is determined that
teachers derive heightened satisfaction with their job from having liberty to implement
their individual ideas. They tend to be more satisfied through meaningful socialization on
the job (Bishay, 1996). This is usually associated with the Headmaster’s style of
leadership that allows teachers the freedom to operate more autonomously in realizing
their own potentials, thereby enhancing their level of satisfaction. Bishay (1996) found
that teaching experience correlated positively with teacher satisfaction.
Rafferty (2002) agreed that the Principals are the key to improving teachers’
morale in the schools. They can do so by taking deliberate time and effort to listen and
support teachers’ contributions and acknowledge their input in the decision-making
process.
South African Migration Project (2007) reported that many teachers were leaving
Zimbabwe for the neighboring countries of Swaziland, Namibia, South Africa, and
Botswana. Teachers have therefore not been just leaving teaching, but leaving the
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country. The problem of teachers leaving the teaching profession and Zimbabwe
continues to bleed the system of much needed personnel. The church-school system in
Zimbabwe is also impacted by this trend.

Methods
This is a quantitative research study that employed survey methodology. The
sample consisted of teachers in schools of the Zimbabwe Union Conference of Seventhday Adventists in Zimbabwe. The survey instrument used was the Adventist Teacher
Satisfaction Questionnaire (Appendix A). On a scale of 1 to 5, where 1=Little/no
importance and 5=Very much importance, teachers indicated how important they
considered each of the 52 organizational and 24 personal factors that influenced them to
continue teaching in the church schools. Similarly on a scale of 1 to 5, where 1=Very
unsatisfied and 5=Very satisfied, teachers indicated their level of satisfaction with each of
the same organizational and personal factors.
The target population in this study was all the 1,318 teachers in 71 primary and 25
secondary schools of the Seventh-day Adventist Church in Zimbabwe. A stratified
random sample of a representative number of schools from each of the three local
conferences was selected. A sample of approximately one-sixth of the primary schools
and approximately one-third of the secondary schools from each local conference was
selected. One secondary school administered by the Union was also randomly selected
from each of the three local conferences.
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Of the 96 church schools, 32 were selected in the sample with a total of 442
teachers. Among the selected schools, 15 of them responded with 132 teachers
participating, representing a 29.9% response rate.
Descriptive statistics and standard deviations were calculated. Score means were
used to determine both the importance and level of satisfaction displayed by the teachers.
Paired-samples t test analysis was conducted to analyze the difference between
importance of factors and teachers’ level of satisfaction with the factors. Analysis of
variance (ANOVA) was used to analyze differences among various groups of teachers in
their perceptions of importance of factors and their corresponding level of satisfaction.
The Adventist Teacher Turnover Questionnaire (Appendix B) was used to collect
data on turnover in this study. The questionnaire was sent to the head of each of the 32
selected schools in the sample to determine the number of teachers who left church
schools during the years 1997 to 2001. Heads of 11 of the 32 sampled schools returned
the turnover questionnaire. The pattern of teacher turnover during the 5-year period
1997-2001 was analyzed through descriptive statistics.

Results and Discussion of Findings
An overview on the level of importance and corresponding level of satisfaction of
the factors is first presented. Then each of the research questions is restated, followed by
a discussion of hypotheses and findings in the research study.
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Level of Importance and Satisfaction
of the Factors
It was necessary to determine factors that teachers identified as important in
influencing their decision to continue working in the church schools in Zimbabwe. A
threshold score mean of 3.50 was established as the cut-off in determining the factor as
important to teachers on a Likert scale of 1 to 5. In order to organize the analysis, the
factors of importance were divided into two main domains: ―organizational‖ and
―personal.‖ Each domain was divided into subscales. The organizational factors
subscales were ―organizational structure,‖ ―place,‖ ―material,‖ ―program,‖ ―processes,‖
―organizational climate,‖ ―logistical support,‖ and ―constituency support.‖ Personal
factors subscales were ―motivation‖ and ―people.‖
More importantly, and as the primary focus of this study, it was necessary to
determine teachers’ level of satisfaction with factors that were of importance to them. A
threshold score mean of 3.50 was established as the cut-off in determining whether
teachers were satisfied with the factors on a Likert scale of 1 to 5. To analyze the level of
satisfaction, the factors were grouped in the same subscales as for importance.
Analysis of findings on factors that were of importance to teachers was by
highlighting some of the factors with the highest score means and considering them in
relation to other similar factors. Review of findings of other studies was done in
exploring factors’ implications of this research for the benefit of the church school
administrators. Some of the factors of importance with the lowest score means were also
highlighted and analyzed to discover similarities or themes in relation to other factors.
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Similarly, analysis of findings on teachers’ level of satisfaction highlighted factors
with highest and lowest means which were compared with score means on importance.
Prioritized organizational and personal factors were analyzed to help focus attention on
the ones which were of most concern for teachers’ satisfaction.

Importance and Satisfaction Factors: Organizational
Research question 1 asked: What organizational factors of importance do teachers
in the Seventh-day Adventist church schools in Zimbabwe identify as influencing their
decisions to continue working in those schools, and how satisfied are they with those
organizational factors?
Teachers considered that all the 52 organizational factors were of importance to
them. This confirmed Hoy and Miskel’s (2001) identification of organizational job
factors as one of the two important categories to employees in any organization. The
score means on factors of importance ranged from 3.79 on both ―administrative
bureaucracy‖ and ―recreational facilities‖ to 4.56 on ―Principal/Head’s leadership style.‖
The organizational factor that had the highest score mean of 4.56, as stated, was
―Principal/Head’s leadership style.‖ A crucial matter to be highlighted is what measures
are in place in securing, hiring, and placing Principals or Headmasters to fit each school’s
environment in order to promote teacher satisfaction. The church administration is
personified to teachers in each school by the Principal/Headmaster. School leaders have
influence over teachers’ quality of life and circumstances to the extent that it directly
impacts their overall level of satisfaction, leading to whether they decide to remain in the
school or move on (Rhodes et al., 2004). Leaders do this, Rhodes et al. (2004) argue, by
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influencing not only the culture in how policies are implemented but also the
environment in their schools, which in turn also translates into a healthy situation for the
teaching profession.
Another organizational factor with a high score mean was ―religious
curriculum/activities‖ (M=4.53). This emphasized that teachers considered religious
matters to be of high importance to their teaching in the church schools. This serves to
illustrate that the church’s objective of setting up schools as evangelistic centers and
vehicles in promoting their overall mission is, to a large degree, being recognized by
teachers. A matter of consideration for the church regarding this organizational factor
would be how religiously prepared teachers must be to become effective resources in the
schools and communities where they are assigned to teach.
Both ―recreational facilities‖ and ―administrative bureaucracy‖ have the lowest
score mean of 3.79. Teachers did not consider these as important to them as other
organizational factors. Could it be that the church is emphasizing and possibly spending
more resources in setting up recreational facilities at the expense of other factors that are
perceived as more important to teachers? The same question could be raised in regard to
how the church emphasizes its bureaucratic structure and its importance while neglecting
emphasis on other factors that have been established as also important. In fact, the other
two organizational factors, ―assigned by Church administration‖ and ―assigned by
government,‖ with score means of 3.87 and 3.88, respectively, complement the notion
that bureaucratic decisions about teachers’ continued service were not as important as
other factors. Finally, one of the organizational factors with the lowest score mean,
―accommodating/embracing change‖ (M=3.96), indicates that the church may not be open
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and receptive to organizational change that teachers consider important. According to
Bishay (1996), teachers are motivated by the knowledge that they are free to apply their
new ideas on the job.
In contrast, teachers in Seventh-day Adventist schools in Zimbabwe were
dissatisfied with 34 of the 52 factors. Score means on organizational factors that teachers
were not satisfied with ranged from 2.02 on ―salary/wages‖ to 3.44 on ―school
achievement of mission‖ and ―discipline in the school.‖ This was in agreement with
Khillah (1986) study findings that teachers in the Lake Union Conference were generally
dissatisfied with the conference and the administration. In studying teachers’ attitudes in
the Greater Sydney Conference, Fraser (1989) found that these teachers were also not
satisfied with the conference leaders in their schools. Recognizing that teaching is the
most important profession and the channel through which most, if not all, professions are
acquired, it is very disturbing that there is this much dissatisfaction. However, this does
not necessarily negate the fact that teachers generally love and enjoy the work of teaching
(Bishay, 1996). In fact, ironically, Killah and Rady (1986) also found that teachers’
commitment to service overshadowed dissatisfaction so much that they felt completely
fulfilled in their expectations. Rutebuka (1996) found that elementary and secondary
school teachers in the Lake Union, who identified commitment as a strong predictor, were
satisfied with job factors.
The organizational factor that had the lowest score mean of 2.02 on teachers’ level
of satisfaction was ―salary/wages.‖ Employees of the Church in Thailand were similarly
dissatisfied with the salary category in Srisawat’s (1990) study. Chimanikire et al. (2007)
also found statistical significance on salary, allowances, and loans in the study on
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Zimbabwean lecturers. Similarly, Fuming and Jiliang (2007) observed that teachers were
dissatisfied mostly with salaries and benefits in China. In this study, teachers were not
satisfied with the organizational factor that is the source of their personal material support
that permeates and impacts their livelihood. Closely related to this organizational factor,
with a low score mean of 2.12 on teachers’ level of satisfaction, was ―allowances and
benefits.‖ Of concern to the church in this regard would be how well do teachers’
salaries/wages and allowances and benefits compare with those in other schools and other
professions in the nation? What are the effects on teachers’ apparent lack of satisfaction
with the most basic needs for their personal survival and compensation for their work?
The church schools’ administration will have to be concerned that teachers were
not satisfied with ―school achievement of mission‖ (M=3.44). If teachers were not
satisfied that the church schools were achieving the church’s mission, what is to be
expected of students and the community in this regard? Laryea’s (1992) conclusion that
communication was an important factor in the study of the Seventh-day Adventist church
workers in West Africa, underscores a need to consider whether communication of the
church’s mission has been effective from the administration, to teachers, to students. and
to the community in Zimbabwe. Teachers were also not satisfied with ―discipline in the
school‖ (M=3.44). Is it possible that teachers perceived that the low level of discipline in
the schools impacted their efforts of achieving the church’s mission?
Another organizational factor with a low score mean was ―technological
advancement facilities‖ (M=2.51). This is understandable given the state of the economy
in Zimbabwe during the time of the study. This situation cannot be ignored or neglected
in the face of rapid advancements in the age of the Internet. Furthermore, church schools
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in Zimbabwe have to cope with buildings that are in poor condition and this contributes
to their dissatisfaction (Schneider, 2003).
The organizational factor with the highest score mean on satisfaction was
―relations with Principal/Head‖ (M=3.99). As stated before, teachers considered
―Principal/Head’s leadership style‖ of highest importance (M=4.56). The score mean
(M=3.88) on satisfaction with this particular factor was actually second highest,
suggesting that teachers were relatively highly satisfied with the factor. It is
commendable that teachers’ relationship with the person who represents the church’s
administration in the school was scored higher than all other organizational factors, even
though teachers were not satisfied with 34 of the 52 (65.38%) organizational factors.
School Heads should be supported in all their efforts to influence the school culture into
positive change (Rhodes et al., 2004). And as Principals and Headmasters implement
transformational changes, their leadership is likely to be positively perceived by teachers
resulting in improvement in the level of satisfaction (Bogler, 2001). The identification
and creative introduction of activities that motivate teachers also result in more
satisfaction on the job (Bishay, 1996). It is important for school Heads to be willing to
also learn in their process of leading schools, as White (1923) posits:
Before a person is prepared to become a teacher of the truth to those who are in
darkness, he must become a learner. He must be willing to be counseled. He cannot
place his foot on the third, fourth, or fifth round of the ladder of progress before he
has begun at the first round. Many feel that they are fitted for the work when they
know scarcely anything about it. If such are allowed to start out to labor in selfconfidence, they will fail to receive that knowledge which it is their privilege to
obtain, and will be doomed to struggle with many difficulties for which they are
entirely unprepared. (p. 107)
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Organizational factors were prioritized based on importance and level of
satisfaction by ranking them into three levels that ranged from 1 to 25 on priority score
means. First, were low priority factors which were determined to be those that had score
means of up to 9. Low priority level score means were established to range from the
products of ―little/no importance‖ – 1 and ―very satisfied‖ – 1 (reversed satisfaction
scale), 1, to the products of ―average‖ importance – 3 and ―neutral‖ – 3 (reversed
satisfaction scale), 9. These score means were determined to be of low priority because
the score of 3 on a scale of 1-5 was the midpoint. A response score mean of 3 on
importance indicated that teachers did not determine that the factor was of definite
importance to them. A response score greater than 3 indicated that teachers considered
the organizational factor of more importance than simply average. A reversed response
score of 3 on satisfaction indicated that teachers did not feel definitely satisfied with the
factor; they were neutral. A reversed response score mean greater than 3 indicated that
teachers experienced greater satisfaction than being neutral. Therefore, organizational
factors with the product score means up to 9 were considered of low priority.
Second were average priority factors which had score means of above 9 to 16.
Average priority level score means were established to range from the product of greater
than ―average‖ importance – 3 and greater than ―neutral‖ – 3 (reversed satisfaction scale),
greater than 9, to the product of ―much importance‖ – 4 and ―satisfied‖ – 4 (reversed
satisfaction scale), 16. A response score mean greater than 3 on importance indicated that
teachers determined that the factor was of definite importance to them, greater than
average importance. A response score mean of 4 indicated that teachers determined that
while the factor was of much importance to them, that importance was not of the highest
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degree. And, a reversed response score mean greater than 3 on satisfaction indicated that
teachers felt dissatisfied with the factor rather than being neutral. A reversed response
score mean of 4 indicated that while teachers experienced dissatisfaction, that
dissatisfaction was not of the highest level. Therefore, organizational factors with the
product score means above 9 to16 were considered of average priority.
Third were high priority factors which had score means of above 16 to 25. High
priority level score means were established to be the product of greater than ―much
importance‖ – 4 and greater than ―dissatisfied‖ – 4 (reversed satisfaction scale), greater
than 16, to the product of ―very much importance‖ – 5, and ―very dissatisfied‖ – 5
(reversed satisfaction scale), 25. A response score mean greater than 4 on importance
indicated that teachers determined that the factor was of higher importance to them than
much importance. And, a reversed response score mean greater than 4 on satisfaction
indicated that teachers experienced a higher level of dissatisfaction with organizational
factors. Therefore organizational factors with the product score means greater than 16 to
25 were considered of high priority.
Prioritizing of organizational factors brought out two factors as high priority
factors: ―salary/wages‖ (N=132, M=17.51), ―allowance and benefits‖ (N=132, M=16.47).
This further emphasized the comparison of score means on importance and level of
satisfaction with the organizational factors. By directing immediate concerted effort and
resources to these two factors, the church administration can begin to improve
satisfaction just where it was perceived to be most desired by teachers.
The organizational factor that was of least priority was ―relations with
Principal/Head‖ (N=132, M=9.00). Teachers expressed high satisfaction with this and
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other Headmaster-related factors. They must have been having such meaningful working
relations with their headmasters that this factor ranked the lowest on priority. Rafferty
(2002) asserts that Principals and Heads ―have the ability to improve teacher morale by
listening to them and supporting them‖ (p. 7). They can also do this effectively by
accommodating and involving teachers so that their contributions are part of the decisionmaking process in their schools. This factor would therefore not require much attention.
However, it would be counter-productive to regress on it. That applies to the rest of the
organizational factors that were of low priority and those of average priority. Rather, the
church can maintain the perceived level while directing more attention to factors that are
of high priority.

Importance and Satisfaction Factors: Personal
Research question 2 asked: What personal factors of importance do teachers in the
Seventh-day Adventist church schools in Zimbabwe identify as influencing their
decisions to continue working in those schools, and how satisfied are they with those
personal factors?
Teachers considered all 24 personal factors of importance to them. The score
means on factors of importance ranged from 3.66 on ―fellow teachers’ influence on me‖
to 4.69 on ―God’s calling for my life.‖
The personal factor with the highest score mean of 4.69 was ―God’s calling for
my life.‖ While teachers considered other personal factors of importance in continuing
their service of teaching in the schools, it is notable that this factor had the highest score
mean. Teachers realized that their teaching in the schools was not only a work of
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assignment by the church or government but it was much more, a calling for their lives.
Emphasizing the purpose of establishing church schools, White (1913) stated that,
Our schools have been established by the Lord; and if they are conducted in harmony
with His purpose, the youth sent to them will be quickly prepared to engage in various
branches of missionary work. Some will be trained to enter the field as missionary
nurses, some as canvassers, some as evangelists, and some as gospel ministers. Some
are to be prepared to take charge of church schools, in which the children shall be
taught the first principles of education. This is a very important work, demanding
high ability and careful study. (p. 493)
The importance of the religious aspect of teachers’ service in schools was also
emphasized in the personal factors. The matter of how the church’s administration
focuses on enhancing the importance of teachers’ calling in teaching is one to be closely
considered. Among other personal factors considered of high importance is ―relations
with my students‖ (M=4.56). Teachers recognized and considered the way they relate to
their students more important than the rest of the other personal factors.
The personal factor that had the lowest score mean was ―fellow teachers’
influence on me‖ (M=3.66) in the ―people‖ scale of factors. Teachers considered the
influence of other teachers important in their decisions to continue working in the
schools, but not as much as the other personal factors. They apparently individually and
independently decided to remain in the schools with less regard for other teachers’
influence.
On the level of satisfaction, teachers were satisfied with 22 of the 24 personal
factors in their teaching service in the church schools. It was notable that teachers
experienced satisfaction with most of the personal factors (Bishay, 1996). Killah and
Rady (1986) found that teachers in the Lake Union Conference were most satisfied with
factors related to interpersonal relations with others, from the principal and their peers to
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pupils and parents. The score means on personal factors that teachers were satisfied with
ranged from 3.56 on ―fellow teachers’ influence on me‖ to 4.28 on ―God’s calling for my
life.‖
―God’s calling for my life,‖ with the highest score mean of 4.28 on teachers’ level
of satisfaction, was the same factor with the highest score mean on importance among all
the organizational and personal factors. Teachers were satisfied with most of the personal
factors. It is noteworthy that they were most satisfied with this factor that was of most
importance them. The conclusion by Bristow’s (1974) study of Indiana Conference
teachers that positive attitudes among teachers influenced satisfaction could have applied
similarly in this study. Thorn’s (1984) findings in the North American Division study
that employees were inspired and motivated by job factors was confirmed regarding
personal factors in this study. Teachers were satisfied in their calling, which positively
translated into satisfaction with most of the personal factors. Teachers were satisfied with
the religious reason for continuing to teach in the church schools.
Other personal factors that had the highest score means on teacher satisfaction
were ―relations with my students‖ (M=4.15), ―working with young people‖ (M=4.07), and
―working with other dedicated people‖ (M=4.05). These factors are all in the ―people‖
subscale of factors in the ―personal‖ domain. When a teacher is happy with his/her
relationships, it affects and translates to happiness with the teaching work (Rafferty,
2002), hence satisfaction with that work.
The personal factor with the lowest score mean on teacher satisfaction, ―work in a
school close to my home‖ (M=3.41), also had one of the lowest score means on
importance (M=4.05). Teachers’ dissatisfaction with this factor may be because they did
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not consider it as important as other factors. Another factor with a low score mean was
―professional stimulation in my work‖ (M=3.46). Even though teachers were generally
satisfied with personal factors, it is pertinent for the church administration to consider the
impact of improving teachers’ stimulation in their work in the schools by identifying,
addressing, and implementing issues for such improvement.
Personal factors were also prioritized through the same procedure used in the
organizational factors. That was by calculating the product on teachers’ responses on
importance of factors and the reversed responses on satisfaction and ranking them into
three levels that ranged from 1 to 25 on priority score means. First were low priority
factors which were determined to be those that had score means up to 9. Second were
average priority factors which had score means of above 9 to 16. Third were high priority
factors which had score means of above 16 to 25.
Prioritizing personal factors brought out that there were no factors in the personal
factors domain that were of high priority. All personal factors had a score mean below 16
on the priority scale. With teachers experiencing satisfaction with 91.67% of personal
factors, that eliminated factors that were of high priority. Most of the personal factors, 22
of 24, were of average priority. They were distributed among the two subscales,
―motivational‖ and ―people,‖ of the personal domain of factors.
The personal factor that had the highest score mean among the average priority
factors was ―professional stimulation in my work‖ (N=132, M=11.59). Teachers were in
fact not satisfied with this factor. Identifying teachers’ aspirations would call for
concerted effort on the administrator’s part.
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Personal factors that were of low priority included ―working with you people‖
(N=132, M=8.72) and ―fellow teachers’ influence on me‖ (N=132, M=8.95). Teachers
were satisfied with these, along with most of the personal factors. The church can
therefore afford to at least maintain the same level of attention on these low priority
personal factors while redirecting improvement efforts to high and average priority
factors.

Satisfaction With Organizational and Personal Factors
Differences in teachers’ satisfaction with organizational and personal factors
based on various demographic variables were analyzed. Analysis of Variance (ANOVA)
was utilized to test the null hypotheses. Table 45 presents the findings from testing null
hypotheses 1-16 in research question 3 and 4.

School level
There was no difference in the teachers’ level of satisfaction with organizational
and personal factors based on school level.
Teachers in primary schools (N=64, M=3.21) and those in secondary schools
(N=56, M=3.33) experienced the same level of dissatisfaction with the 52 combined
organizational factors (Table 13). In spite of the higher educational level of secondary
school teachers than that of primary school teachers, and in spite of higher salaries of
secondary school teachers than those of primary school teachers, both groups of teachers
were equally dissatisfied with organizational factors. Rutebuka’s (1996) study also did
not find any differences in job satisfaction between elementary and secondary school
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teachers of the Lake Union Conference in the United States of America. Since
dissatisfaction is general among primary and secondary school teachers, that poses a

Table 45
Analysis of Null Hypotheses on Satisfaction With Organizational and Personal Factors
________________________________________________________________________
Significant difference: Yes, No
_________________________________
Null hypotheses
Demographic variable
Organizational
Personal
________________________________________________________________________
1, 9
School level
No
No
2, 10

School situation

Yes

Yes

3, 11

Gender

No

No

4, 12

Age range

No

No

5, 13

Educational preparation

No

No

6, 14

Years as SDA

Yes

No

7, 15

Years in SDA schools

No

No

8, 16

Other major responsibility

No

No

challenge on how to phase in improvements as resources permit without invoking
perceptions of discrimination in favor of or against one school level. However, unanimity
of teachers’ responses suggests some urgency of attention in improving on the satisfaction
of both primary and secondary church schools in Zimbabwe.
Both groups of teachers, those in primary (N=64, M=3.77) and those in secondary
(N=56, M=3.84) schools, experienced the same level of satisfaction with all 24 personal
factors (Table 28). However, unlike dissatisfaction with organizational factors, teachers
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in church schools in Zimbabwe were satisfied with personal factors. Even though
primary school teachers were generally paid less than secondary school teachers, this did
not make a difference in their satisfaction with personal factors. That suggests that there
were other considerations that influenced teachers’ satisfaction more than the level of
school, primary or secondary. While maintaining equivalent satisfaction levels between
school levels, the church school administration would do well to exert attention in other
issues that will improve teacher satisfaction.

School situation
There was a difference in the teachers’ level of satisfaction with organizational
and personal factors based on school situation.
There was a significant difference in the level of satisfaction with organizational
factors between rural (N=104, M=3.19) and urban (N=16. M=3.74) school teachers
(Table 15). In fact, based on the established threshold score mean of 3.50, teachers in
rural schools were dissatisfied with organizational factors while those in urban schools
were satisfied. Conditions that rural school teachers operate under seem to have a deeper
impact on their dissatisfaction with organizational factors than on their urban
counterparts. This is influenced by the condition of accommodation and school building
facilities that vary in size, to having electricity and a host of other fixtures. Rural school
buildings are generally in poorer condition than those in urban settings, hence more
dissatisfaction exists in rural schools. Therefore more focus should best be directed at
improving rural schools first. However, since the majority (90 of 96; 93.75%) of church
schools were in rural Zimbabwe, only systematic improvement would be possible and
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then over many years. Yet the church must take steps necessary to gradually bring that
improvement in teachers’ level of satisfaction with organizational factors in schools.
There was also a significant difference in the level of satisfaction with the 24
personal factors between rural (N=104, M=3.77) and urban (N=16, M=4.07) school
teachers (Table 30). Unlike with organizational factors where rural school teachers were
dissatisfied, both rural and urban school teachers were satisfied with personal factors.
However, rural school teachers were significantly less satisfied than were urban school
teachers. Even though teachers were satisfied, the significant difference in their level of
satisfaction with personal factors will continue to present a challenge to the church school
administration over the years unless improvement on satisfaction on personal factors is
deliberate in rural schools. The church must not be perceived as discriminating against
rural schools, which most of them were, to the extent that it affects teacher morale and the
church’s mission endeavor.

Gender
There was no difference in the teachers’ level of satisfaction with organizational
and personal factors based on gender.
Both female (N=61, M=3.22) and male (N=62, M=3.28) teachers experienced the
same level of dissatisfaction with the 52 combined organizational factors (Table 17). In
accordance with overall dissatisfaction with organizational factors, it is similarly
confirmed by female and male teachers, as Rutebuka (1996) also found no differences in
his research study. Zhongshan (2007) also found no significant difference between
female and male teachers’ satisfaction with other dimensions of the school but
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determined that male teachers were more satisfied with income than were females in the
Shanghai study. Different genders generally perceive working conditions differently.
Since both female and male church school teachers in Zimbabwe were not satisfied with
organizational factors, this emphasized the need for the administration to improve on
teachers’ satisfaction for the benefit of all the teachers.
Both female (N=61, M=3.80) and male (N=62, M=3.79) teachers experienced the
same level of satisfaction with all 24 personal factors (Table 32). Although female and
male teachers experienced the same level of satisfaction with organizational factors, they
were dissatisfied with those factors based on the threshold mean score 3.50. There will
continue to be room for improving satisfaction with personal factors. However, focus can
be directed at organizational factors that need immediate attention without entirely
neglecting sensitivity to gender needs to make all teachers feel satisfied with personal
factors.

Age range
There was no difference in the level of satisfaction with organizational and
personal factors based on age range of teachers.
All ages of teachers, from ―under 25‖ (N=22, M=3.36) to ―45+‖ (N=16, M=3.20),
had the same level of dissatisfaction with all combined 52 organizational factors (Table
19). As people increase in age, they become more tolerant of less than the best of
conditions for their lives and work. Studies by Herzberg et al. (1987) determined that
morale and job attitudes change for the better with age toward retirement. Since all age
ranges of teachers expressed the same level of dissatisfaction, their age did not appear to
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influence their satisfaction in the church schools in Zimbabwe. Both young and older
teachers experienced the same level of dissatisfaction with the organizational factors. It
should be of concern to the church administration that even older teachers did not
experience satisfaction with organizational factors.
All ages of teachers, from ―under 25‖ (N=22, M=3.70) to ―45+‖ (N=16, M=3.89),
had the same level of satisfaction with all 24 personal factors (Table 34). Unlike the
findings of Herzberg et al. (1987), who found that job attitudes improved with age,
teachers who were younger and less experienced and generally less paid had the same
level of satisfaction with personal factors as the older, more experienced, and higher paid
teachers. This, too, emphasized the overall general satisfaction with personal factors in
Seventh-day Adventist church school teachers in Zimbabwe. Again, this should be no
cause to relax but rather be an opportunity for the church administration to build on the
satisfaction by focusing on those factors that need improvement, particularly
organizational factors.

Educational preparation
There was no difference in the level of satisfaction with organizational and
personal factors based on teachers’ educational preparation.
There was no difference in the level of satisfaction with all combined 52
organizational factors experienced by teachers, from ―below teacher training‖ (N=22,
M=3.32) to ―Master’s or equivalent‖ (N=6, M=3.67), regardless of their various
educational preparation levels (Table 21). Teachers with higher educational preparation
were not any better satisfied with the organizational factors than teachers with less
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educational preparation. This suggested a lack of adequate reward for financial
investment in training teachers (Rhodes et al., 2004). Since there was no difference in the
level of satisfaction between teachers based on their various educational preparation, this
concurred with the finding on primary and secondary school teachers. However, there
cannot be a substitute for continuing to assign teachers with the highest educational
preparation possible to church schools.
All the teachers, from those below teacher training (N=22, M=3.76) to those with
a Master’s or equivalent (N=6, M=3.88), experienced the same level of satisfaction with
all 24 personal factors (Table 36). Teachers who had less educational preparation were
just as satisfied with personal factors as those who were better prepared for their teaching
profession. Teachers have varied pay levels based on their education; however, that did
not seem to affect or improve satisfaction. In isolation, this indicated that there was no
benefit in upgrading teachers. But this would negate the very purpose of education;
hence, there must be other crucial matters that affect teachers’ satisfaction with personal
factors.

Years as Seventh-day Adventist
There was a difference in the level of satisfaction with organizational factors
based on the years teachers have been a Seventh-day Adventist. But there was no
difference in satisfaction with personal factors.
Teachers experienced significantly different levels of dissatisfaction with all
combined 52 organizational factors depending on the years that they have been an SDA.
Teachers who have been an SDA for 5-10 years (N=15, M=2.96) experienced a higher
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level of dissatisfaction with organizational factors than those who have been an SDA for
11-15 years (N=12, M=3.53), who were actually satisfied (Table 22). Teachers who had
been Adventist for less than 5 years (N=7, M=3.19) and those who were not Adventist
(N=33, M=3.40), as well as teachers who had been Adventist for 16 years or more, did
not experience significantly different levels of satisfaction, and those teachers were
dissatisfied with organizational factors. Therefore, since there was no linear trend, the
difference in satisfaction between teachers who were under 5 years and the 5-10 years
was only random. The number of years as an SDA in Zimbabwe did not translate to a
higher level of satisfaction on the job, including satisfaction with salaries and benefits,
unlike Bishay’s (1996) study concluded. However, the church will likely realize fewer
teachers who will be dissatisfied as more of them continue their service in the schools
because they ultimately choose to stay on to build on their satisfaction. The church must,
however, improve satisfaction with organizational factors since teachers may be
continuing their service due to their commitment to the mission, regardless of their level
of satisfaction.
All teachers, from ―non-Adventist‖ (N=33, M=3.80) to ―21+ years‖ (N=46,
M=3.87) as SDA, had the same level of satisfaction with all 24 personal factors,
regardless of the number of years they have been an SDA (Table 38). Teachers who had
been an SDA for more years would be expected to be more satisfied with personal factors
than those who were new, but they were not. The same level of satisfaction was
experienced by teachers who were not Adventist. This too suggests that general
satisfaction with personal factors was high in the church schools. That would allow the
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church to apply more of its resources and efforts in improving satisfaction with
organizational factors.

Years in Seventh-day Adventist schools
There was no difference in the level of satisfaction with organizational and
personal factors based on teachers’ years in Seventh-day Adventist schools.
All the teachers, from ―under 5 years‖ (N=57, M=3.33) to ―21+ years‖ (N=9,
M=3.22), had the same level of dissatisfaction with the combined 52 organizational
factors with regard to the years that they have worked in SDA schools (Table 24). As
teachers spent more years working in church schools, this did not seem to change or
improve their satisfaction with the organizational factors. This was in contrast to
Bishay’s (1996) study determinating that longer service has a positive effect on
satisfaction. There were some matters that did not translate from years as SDA to
working in SDA schools, not withstanding that this dissatisfaction was in accordance
with overall dissatisfaction with the organizational factors. Without specific factors to
improve on in order to affect satisfaction, the church probably has not had directed efforts
on improving satisfaction, hence the resulting dissatisfaction regardless of the years
teachers had been in SDA schools.
All teachers, from ―under 5 years‖ (N=57, M=3.75) to ―21+ years‖ (N=9,
M=3.97), had the same level of satisfaction with all 24 personal factors regardless of the
years that they had worked in SDA schools (Table 40). The longer teachers worked in
church schools, the better their service should be and the more satisfied they should be. It
is not positive for teachers to remain in the schools when they are dissatisfied with
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personal factors, because they would likely be negative influences on younger or newer
teachers who would otherwise build long, satisfied careers in teaching (Bishay, 1996). It
would be well for the church administration to build on the satisfaction with personal
factors by attending to factors of high priority so that longer service teachers can
experience higher satisfaction than shorter service teachers in order to be better
influences.

Other major responsibility
There was no difference in the level of satisfaction with organizational and
personal factors based on other major responsibilities that teachers had.
All teachers, from those ―without other major responsibility‖ (N=19, M=3.35) to
―Admin/Head/Deputy‖ (N=15, M=3.12), experienced the same level of dissatisfaction
with all combined 52 organizational factors whether they had other major responsibilities
or not (Table 26). Bishay (1996) concluded that teachers enjoy being assigned other
responsibilities and tend to experience higher satisfaction. However, in the church
schools in Zimbabwe, it appeared that other responsibilities given to teachers did not have
a meaningful impact to make a difference in the level of satisfaction. This may be
influenced by the fact that teachers did not have material benefits such as allowances for
taking up additional responsibilities to their teaching loads and classes. They may be
accepting other responsibility as a duty rather than a personally inclined choice.
All teachers, from those ―without other major responsibility‖ (N=19, M=3.62) to
―Admin/Head/Deputy‖ (N=15, M=4.05), experienced the same level of satisfaction with
all 24 personal factors whether they had other major responsibilities or not (Table 42).
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They were all satisfied, including those who were Administrator/Head/Deputy. Unlike
findings by Bishay (1996), teachers who were entrusted with additional jobs, particularly
more administrative-level jobs, did not experience any higher level of satisfaction with
personal factors than those without other responsibilities in church schools in Zimbabwe.
The time that teachers take in these responsibilities compensated for what may be
considered mundane duties. School Heads who delegate more of their authority and
maintain overall leadership responsibility, a task not readily taken advantage of, not only
enjoy less work to do personally, but they build confidence and satisfaction in their
teachers.

Turnover
One research question on teacher turnover was investigated to address the
secondary aspect of this study. Teacher turnover in the schools that responded was
analyzed.
Research question 5 asked: What pattern of teacher turnover is evident over the 5year period 1997-2001 in the Seventh-day Adventist church schools in Zimbabwe?
The average turnover of teachers who left/terminated/transferred in the Seventhday Adventist church schools in Zimbabwe 17.83% during the 5-year period 1997-2001
was 17.83%. According to Myung-Hee (1987), in the study of the teaching profession in
Korea, turnover would be considered high if it were between 20% and 25%. Therefore
turnover was low among teachers in this study.
Turnover is a cause for concern in any organization because of its effects on the
morale of those who remain behind. It is especially disturbing in the teaching profession
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(Bishay, 1996) when the underlying cause is job dissatisfaction. Boe et al. (2008)
concluded that ―a high rate of annual teacher turnover has been an enduring aspect of the
teaching profession and will almost certainly remain so‖ (p. 28) unless organizations
make deliberate improvements. In this study, it was somewhat comforting to discover
from findings that turnover was low. But according to Mushayikwa et al (2009),
―economic deprivation and political instability led to teacher withdrawal and isolation‖ as
teachers became ―targets of political violence‖ as leaders (p.376). The impact of turnover
cannot be downplayed because of the low response rate to the Teacher Turnover
Questionnaire. Responses were calculated for all the schools when in fact the schools
operate individually and apart from each other. Therefore, each school possibly felt and
experienced the departure of each teacher more heavily than considering all schools
collectively.

Conclusions
From the findings of this research study, the following conclusions were drawn:
1. Teachers in the Seventh-day Adventist church schools in Zimbabwe
considered all 52 organizational factors important to them in continuing their teaching
service. However, with teachers dissatisfied on most (34 of 52; 65.38%) of the
organizational factors based on the threshold of 3.50, there is urgent need to improve their
level of satisfaction.
2. Teachers in the Seventh-day Adventist church schools in Zimbabwe
considered all 24 personal factors important to them in continuing their teaching service.
And commendably, teachers were satisfied with most (22 of 24; 91.67%) of the personal
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factors based on the threshold of 3.50. This suggests at least maintaining and, better still,
focusing on improving particularly the other factors to build up satisfaction as much as
possible.
3. In most of the demographic analyses of various groups of teachers, there were
no differences in the level of satisfaction with organizational factors. However, there was
a difference in the level of satisfaction with organizational factors based on the school
situation. Teachers in rural schools were significantly more dissatisfied with
organizational factors than were teachers in urban schools of the Seventh-day Adventist
Church in Zimbabwe. Overall, teachers were dissatisfied with organizational factors
across demographic groups. It must be the concern of the church leadership to take all
possible measures aimed at improving the level of satisfaction with organizational
factors.
4. In most of the demographic analyses of different groups of teachers, there were
no differences in the level of satisfaction with personal factors among teachers in
Seventh-day Adventist church schools in Zimbabwe. But, there was a difference in the
level of satisfaction with personal factors based on the school situation. Since teachers in
rural schools experienced less satisfaction with personal factors than did urban school
teachers, that means initial focus for improvement can be directed at rural schools.
5. The average teacher turnover over the 5-year period 1997-2001 was low in the
Seventh-day Adventist church schools in Zimbabwe. It is necessary though to keep the
teacher turnover low and reduce it to lower levels in future years, particularly in view of
the economic downturn and political instability that is leading teachers to withdraw and
seek alternative opportunities elsewhere and outside of the teaching profession.
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Recommendations for Practice
The potential of this study to be a tool of the Seventh-day Adventist Church
administration in Zimbabwe to identify areas to focus on was established. From the
findings, it was evident that teachers in the Seventh-day Adventist church schools in
Zimbabwe were generally dissatisfied with organizational factors and satisfied with
personal factors in their teaching service. Fraser’s (1989) call for the church
administration’s effective and interested involvement in schools should be considered.
Areas of the organizational domain that need consideration by the church administration
were distributed through all the aspects of operating schools. Administrators have been
encouraged to be aware of the factors that enhance satisfaction in an effort to develop
effective working relationships with workers (Srisawat, 1990). Areas of the personal
domain that need consideration were in the motivational sub-scale of factors.

Satisfaction
Organizational and personal factors that were important to teachers were
determined from teachers’ responses in the survey questionnaire. All the factors were
considered important to teachers. But teachers were not satisfied with all the factors.
Particular attention needs to be focused on satisfaction with the organizational domain of
factors where teachers were dissatisfied with most of the factors. Two organizational
factors were identified as of high priority for the church schools’ administration:
―salary/wages‖ and ―allowance and benefits.‖ Since teachers recognized teaching in the
church schools as a calling for their lives, the church administration can concentrate on
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the identified factors of high priority in order to begin improving on the overall level of
satisfaction with organizational factors.

Rural Schools
Teachers in rural schools were significantly more dissatisfied than their
counterparts in urban schools. The majority (93.75%) of church schools were located in
rural areas of Zimbabwe and had less and inferior facilities. Therefore, it would be well
to focus more on improving the rural schools. Facilities that need consideration would
include school buildings, housing, transportation and communication for the benefit of
teachers can be expected to improve on their level of satisfaction.

Turnover
Analysis of the limited response to the Adventist Teacher Turnover Questionnaire
suggested that the turnover rate in Seventh-day Adventist church schools in Zimbabwe
was low. However, ―a survey showed most teachers were migrating to Swaziland,
Namibia, South Africa, and Botswana, where they are offered better salaries‖ (Ash, 1997,
p. 1). This suggests that teacher turnover in the church schools was likely higher than
reported for this survey, had more schools responded. The church administration would
therefore do well to improve on factors of high priority, with directed attention to rural
schools, while building on satisfaction with the rest of the factors that were of average
and low priority.
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Recommendations for Future Research
From the findings of this study, the following recommendations appear to be
necessary:

School Situation
Teachers in rural schools were significantly less satisfied with both organizational
and personal factors than urban school teachers in the Seventh-day Adventist church
schools in Zimbabwe. Recognizing factors that were of high and average priority to
teachers, it would be well to carry out a study on only the rural school teachers to refine
factors that are of highest concern for their satisfaction.

Satisfaction
Teachers in Seventh-day Adventist church schools in Zimbabwe were not
satisfied with most of the organizational factors. Having identified salaries/wages and
allowances and benefits as items of high priority, studies of church schools in the
neighboring countries of Botswana, South Africa, and Zambia with some focus on these
factors would be helpful for comparison. At least general satisfaction with most of the
organizational factors, as with personal factors, needs to be experienced.

Turnover
In this secondary part of the study, turnover rate was determined to be low.
However, in other parts of the world, such as the U.S., some 15.7% of teachers in 20002001 either moved to other teaching positions or left the teaching profession, which was a
relatively lower turnover, the majority of them being younger and/or newer teachers
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(Association of Community Organizations for Reform Now, n.d.). However, since
salaries/wages and allowances and benefits were of highest priority, the church schools’
administration would do well to revisit ―compensation packages to determine which
aspects could be most desirable in attracting and retaining‖ teachers (Lyons, 2007, p. 4).
It would be important to do this frequently in more recent years in order to address
current trends in the teacher population of Seventh-day Adventist church schools in
Zimbabwe.

151

APPENDIX

APPENDIX A
ADVENTIST TEACHER SATISFACTION QUESTIONNAIRE

154

155

APPENDIX B
ADVENTIST TEACHER TURNOVER QUESTIONNAIRE
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APPENDIX D
TEACHERS’ COMMENTS

Organizational
1. The writer is very much satisfied and feels comfortable at SDA schools but the
responsible authorities should seek for donations from outside the country to improve the
schools’ facilities.
2. The spiritual aspect which the school tries to fulfill is one aspect I appreciate most at
the school. It is best to lead by example than just saying empty words without the deeds.
At the station, it’s a do as I am situation and it helps many pupils to emulate.
3. There are a lot of other things which I feel are over emphasized which end up affecting
the performance of the students. As a church, there is belief of no competition but is
promoted somewhat.
4. The church needs to put more resources in its schools so as to retain competent
teachers and to improve the standard of education in its schools.
5. The conference should show more interest in primary schools. They should put more
effort in development of the infrastructure at the church schools.
6. The church should do much more, financially, to help poorer Adventist schools, as
well as to enhance the welfare and general working conditions of the teachers.
7. Incentives should be given to all teachers working in Seventh-day Adventist schools.
The Church Authorities should also consider seriously the issues of giving LOANS to its
teachers.
8. The fact that teachers are on government payroll makes it difficult for the church to
run its schools effectively. One cannot please two masters. Either the church runs, or just
forget about our mission.

Personal
1. I have enjoyed working in an Adventist environment over the years.
2. Thank you for taking your time to do this study. We hope all of us will learn a lot
from the information to be gathered.
3. Spiritual Growth
Spiritual preparedness
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General
1. The questionnaire was not very clear as to the instructions.
2. You should have indicated whether we were to use ticks or crosses to indicate our
responses.
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